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ABSTRACT 
LESLIE SCOTT LUFF 
THE TRANSFERENCE OF EMOTIONS BETWEEN WORK AND FAMILY 
DECEMBER 2005 
Work and family are the two areas that many individuals report being most 
important to them and conflict between the two areas impacts the individual as well as 
others in the family domain and in the work domain. This qualitative study examined the 
individual' s experiences in the work and family domains and how these experiences are 
emotionally transferred to the other domain. The impact of that transference to other 
individuals in those domains as well as gender differences in these processes were 
examined. 
Six women participants and six men participants were interviewed with the 
responses of those participants being the data from which the results were derived. These 
responses indicated that the participants felt that the effects of work were transferred 
more readily to the family environment than the effects of the family were transferred to 
the work environment, and that negative affect was transferred overwhelmingly more 
than was positive affect in both directions. Positive effects were transferred from the 
family to work slightly greater number than positive effects were transferred from work 
to the family. Negative effects were more easily transferred in both directions, more 
v 
negatives flowed from work to the family, and positive effects, when present, were more 
easily transferred from the family to work. 
Participants also described a number of processes used to 111anage the transfer of 
emotion between work and family as well as moderators that had an impact on the 
intensity with which emotions from work or the family were transferred to the other area. 
Responses indicated that these processes and moderators generally reduced the 
transference of negative effects into both the family and work. The processes and 
moderators did not have the same impact on positive effects, as those positive effects 
were not reported as being reduced in the transference. Men participants reported greater 
transference of positive effects from the family to work than did women participants, and 
women participants reported more transference of all effects from work to the family. 
vi 
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CHAPTER I 
INTRODUCTION 
Work and family are the two areas that most individuals report being most 
important to them, not necessarily in that order. Halpern (2005) noted that the multiple 
family roles and work roles were the two primary identities for most adults and Freud 
suggested that meaning in life is found in love and work (Prochaska & Norcross, 
1994).The bulk ofthe day, for most workers, is spent in work-related activities: time 
spent i_n the actual work environment, traveling to work, traveling home to the family, 
attending after-work-hours activities required and related to work, and, often, carrying 
work home to be done following time spent with the family, or sometimes instead of time 
spent with the family. For those individuals who travel as part of their job, spending time 
away from the family can shift from normal work hours to days, weeks, and months 
separated from the family. Family pressures also intrude on the individual in his or her 
work environment, creating additional pressures and stress. 
Throughout this interaction of work and family are woven the complex 
expectations we have of ourselves and others in our ever-shifting roles as men and 
women. With women rightfully continuing to move into growing positions of 
responsibility within their jobs, pressure is placed on them to continue to be the perfect 
woman balancing career, family, and self while performing brilliantly in all roles. Men 
are finding more pressure placed on them, whether self-imposed pressure, family 
l 
pressure, peer pressure, or societal pressure, to move away from having a primary focus 
on the breadwinner role and become better balanced in their commitment to work, to the 
family, and to themselves (Levant, 1996). 
Much of the literature on work-family conflict focuses on what effects work has 
on the family and what effects family has on work, while fragmenting the individual into 
the various areas in which the individual fmds himself or herself operating; presenting the 
individual as different in each of the areas. Perry-Jenkins, Repetti, and Crouter (2000) 
noted that 
.. . we must be careful to avoid reifying static, bounded concepts of "work" and 
"family" in research. Research will better reflect life when our images of work 
and family issues shift from the confines of black boxes linked by arrows, to more 
complex, colorful imagery that blurs boundaries and is shaded by multiple layers 
of social context. In the next decade, researchers in the work and family field , 
building on its strong multidisciplinary foundation, should forge integrative 
theories and research designs that mirror the realities and complexities of our 
work and family lives. (p. 994) 
In my review of the literature I found few qualitative studies on the interaction of 
work and family (Becker & Moen, 1999; Blustein et al. , 2001; Daly, 2001 ; Phillips, 
Christopher-Sisk, & Gravino, 2001 ; Schultheiss, Kress, Manzi, & Glasscock, 2001 ) and 
none of these studies dealt with the transference of emotion between work and family. 
Polk.inghome (2005) noted that the " ... experiential life of people is the area qualitative 
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methods are designed to study" (p. 138) and further noted that a" .. . primary purpose of 
qualitative research is to describe and clarify experience as it is lived and constituted in 
awareness" (p. 138). Polkinghome additionally stated that experience has vertical depth 
and that quantitative methods are inadequate to capture the richness and fullness of an 
experience. Patton (2002) stated that qualitative research facilitates the study of issues in 
depth and in detail by approaching field work without being constrained by 
predetermined categories of analysis. I wanted to look at, in depth, the experience of the 
participants as events occurring within the family and within the work place are carried to 
the other environment and affect the individual and that individual's relationships in each 
domain. The qualitative nature of this study allowed me to explore the subject matter in a 
more holistic manner. Fassinger (2005) noted that theory and findings emerges from the 
data collected from participants and is derived inductively from systematic data 
collection and analysis. 
This qualitative study was designed to look at, from a holistic perspective, 
individuals' emotional experience within the work and family domains, rather than 
treating the individual as being fragmented in each of these domains. This approach 
allowed a reduction in the fragmentation of the individual into compartments and 
categories. I assumed that even when moving between domains, the individual retains his 
or her basic emotional make-up and that the individual is not able to divorce the emotions 
experienced in one domain before moving to another domain. 
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Inasmuch as those emotions are a part of the individual, emotions travel with that 
individual , affecting him or her in whatever arena that individual is currently found. The 
emotional effects of events occurring within the family and workplace are carried 
throughout multiple systems, and affect the individual and that individual 's relationships 
in all aspects of the system. To expect emotions to be contained within one domain and 
have no effect on the individual in other domains seems to fragment the individual in any 
environment in which the individual finds himself or herself. The process of emotional 
transference in the work-family interface appears to be reciprocal and iterative. Rather 
than approaching work and family as separate areas of an individual's life, the 
participants in the proposed study were allowed to explore their emotional experience 
within a hol istic perspective. The impact of gender in this process was considered. 
Barnett (1998) addressed the need for a model that is based on the whole 
individual, stating that 
... the reification of the separate-spheres model is not supported by the literature 
and needs to be abandoned. What is needed instead is a model of human nature 
that restores the notion of "one self," a self that manages simultaneously to meet 
different needs that are sometimes in conflict, but often in concert. Moreover, this 
new model needs to incorporate the benefits and the problems individuals 
experience through their enactment of work, family, and community roles. (p. 
147) 
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Not unlike Bronfenbrenner's (1979) ecological model, I perceive the individual at 
the center of the interaction of various systems, moving from system or domain to other 
systems or domains, with the individual being emotionally impacted by these systems 
and impacting the systems. The experience of the individual in these interactions is a 
seamless integration of the individual's personality, learned behavior, interpersonal 
relationships, and events which directly and indirectly affect the individual. 
The research questions for this study explored the following: 
I. How do men and women's multiple roles interact? In particular, how are the 
emotions generated in one role carried over into other roles, and what impact does 
this transmission have? 
2. What are the constants in the individual across the work-family interface? 
3. Are men and women different or similar in their experience of the impact of 
multiple roles and the work-family interface? 
Through a series of in-depth interviews with men and women who were both 
currently employed and were in an intimate relationship, this study provided information 
about the individual's experiences in the work and family domains and how these 
experiences are emotionally transferred to the other domain. 
Throughout this study, I used the term work to mean employment, that is, an 
individual receiving compensation in the form of wages or salary for services performed 
for an organization, whether a for-profit or not-for-profit organization. While this 
definition excluded those individuals who were sole proprietors with no employees, the 
5 
interaction of an individual with other individuals within the same organization could 
have allowed for greater variability of emotion than for an individual working by himself 
or herself and, as a result, having less interpersonal emotional interaction. This definition 
also excluded stay-at-home mothers. Family included, for this study, partners, children, 
parents, and any other individuals living in the household who are considered a part of 
the family unit. This allowed for the inclusion of non-traditional family structures which 
emotionally impact the participant or are emotionally impacted by the participant. 
A review of several different authors' approaches to the construct of emotion, 
presented in the Literature Review chapter of this paper, found that there are multiple 
definitions of the inter-related terms affect, emotion, and feelings. I used Greenberg and 
Paivio's (1997) approach because ofthe cognitive foundation upon which their approach 
is based, which encompassed a combination of affect, cognition, motivation and action. 
TI1e authors ' suggestion that the emotional scheme's role is to guide the individual's 
orientation to the world after reading affectively relevant patterns from the environment 
fits my clinical and personal experience. However, because of the difficulty in finding a 
universal definition of each of these concepts and because of the interchangeable use of 
the terms tlu-oughout the literature, the terms affect, emotion, and feelings were used 
interchangeably in this work. 
Blustein (200 1) noted that work issues are marginalized in most 
psychotherapeutic theory and practice and that research has indicated that counseling 
psychologists exhibit a bias against work-related issues in treatment and assessment 
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concerns. He went on to state that, with the exception of vocational psychology and 
industrial/organizational psychology, much of the psychological world functions as if 
work-related issues were either nonexistent or inconsequential. My experience as a 
counselor led me to believe that most counselors and therapists treat work and family as 
separate, distinct areas of the individual ' s life having little or no carryover to the other 
area. This often results in the impact of work on the individual not being addressed or 
addressed only minimally in counseling, leaving out a significant portion of an 
individual 's life. One ofthe goals of this study was to provide therapists and counselors 
with a better understanding of the interrelatedness of work and family, thus encouraging 
more focus on the individual in all areas of his or her life. 
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CHAPTER II 
LITERATURE REVIEW 
For some time, I have been interested in the interactive transfer of emotion 
between work and home. We spend a significant amount of our waking hours either at 
work, preparing for and traveling to and from work, or making the transition from work 
to other activities, often fruruly. The pull of work on family and family on work has been 
the topic of much discussion in the media, as has been the evolving identity of men and 
women who engage in these multiple roles (Farrell, 2005 ; Hammonds, 2000; Kruger, 
1999; Mandel, 2005; Muoio, 1999; Salter, 1999; Schwartz, 1999). With this evolution 
and the reciprocal pull experienced from both work and home, our emotions are impacted 
in ways that we often do not see and ways of which we may not be aware, yet the impact 
on the individual in both the work environment and the home environment is there, 
nonetheless. This study looked at the transference of emotion between work and home 
using a qualitative approach. Specifically, f looked for (a) the ways emotion is transferred 
or carried by an individual between his/her work and home environments, (b) the effects 
of that transfer on the individual and others in his or her work and home environment, 
and (c) gender differences in those two areas. Transference of emotion could include an 
event in the work environment triggering anger or happiness, which is then brought to the 
family by the individual. Conversely, sadness could be taken into the work environment 
from the family following an event that triggered that emotion. The literature review 
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covered three areas: an initial brief review of the construct of emotion as defrned by 
several authors, followed by a review of the literature on gender role socialization, and 
finally by a review of the literature on work-family conflict. 
Emotion 
As I researched this work, I found the definition of emotion difficult to pin down 
and was unable to find a universal definition that applied to all of the various ways in 
which the term is used. Plutchik (2000) stated that he found 24 theories of emotion and 
that Kleinginna and Kleinginna (1981) identified 92 definitions found in various sources, 
including textbooks and dictionaries. Because of tills difficulty, several different 
approaches to the construct of emotion will be examined in some depth. Most of the work 
noted has been done by psychologists and related mental health professionals. 
Frijda (2000) noted that the sources for a concept of emotion correspond to ideas 
found in definitions of emotion including feelings; shifts in the control of thoughts and 
behavior, both involuntary and impulsive behaviors; the surfacing or strength of beliefs; 
the modification of the interaction with the environment; and physiological changes not 
related to physical conditions. He suggested that occurrences such as those listed above 
are usually triggered as a response to external events, especially when those events 
impact the individual's goals or conduct oflife. The occurrences are also triggered by an 
individual 's response to his/her own actions or thoughts. As such, these occurrences are 
separate from body sensations or cognitive judgments and the occurrences are evaluative. 
They are perceived as good or bad, or indicate that whatever stimulus triggered them is 
good or bad, and imply the acceptance or non-acceptance of the experience or the 
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stimulus event. Thus, according to Russell (1991), emotions can be viewed as processes 
that include affect or valenced reactions as Ortony, Clore, and Collins (1988) indicated. 
Plutchik (2000) suggested that some of the confusion and disagreement about the 
nature of emotions is a result of the concepts of emotions being derived from five 
different historical traclitions. The first, Plutchik indicated, is the evolutionary tradition 
espoused by Darwin ( 1872, 1955) in which Darwin felt that the evolutionary processes 
applied not only to anatomical structures, but also to an animal 's mind and expressive 
behavior. Darwin stated that expressive behaviors are unlearned, that is they are 
genetically coded and serve an adaptive function in that they act as signals and 
preparations for actions by communicating information from one animal to another about 
what is likely to happen. Plutchik stated that the second tradition is the 
psychophysiological tradition put forth by James (1884), who was concerned primarily 
with sequencing, that is, the issue of what comes first, the feeling of emotion or the 
physiological changes in emotion. James felt that the physiological changes precede the 
emotional feelings and that these autonomic changes, such as palpitating heart, facial 
grimace, and perspiration, are the triggers for the perception of emotion. The third 
tradition, Plutchik indicated, is the neurological tradition in which the role of neurological 
structures in emotion has led to an understanding of the function of not only those 
structures on emotion but also the study of the biochemistry of the brain and its impact on 
emotion and psychiatric illness. The psychodynamic tradition, the fourth of the principal 
traditions listed by Plutchik, is built around a complex theory of the origin and 
development of neuroses, including theories of drives, affects, and stages of emotional 
10 
development, aberrations of development, conflict, mind, and personality. The fifth 
tradition is the cognitive tradition that proposes that different cognitive processes, 
including causal attributions, a sense of the way things should be, and goals influence 
emotions. The presence of emotions can also influence cognitions suggesting a circular 
feedback process tying cognition and emotions together. 
Frijda (2000) further noted that emotions are often described as states or things, 
and are referred to by nouns. He suggested that while that may be useful in social 
communication, for psychological analysis at a functional level, it may be better to 
describe emotions as the variable results of processes that could be better described by 
verbs, such as "One is joying" (p. 66). While awkward, he indicated this phrasing would 
better indicate the activation of current and variable ways of dealing with playful events. 
He further indicated that current theorizing reflects emotions as being adaptively useful. 
He suggested that this functional perspective is plausible because of biological data and 
evolutionary explanations. Specifically, Frijda noted that the capacity for affect is based 
in the human and animal constitution, as affect cannot be reduced to cognitions. He 
further suggested that there are strong indications of innate dispositions related to specific 
emotions. He indicated that this disposition is supported by neuropsychological findings 
and findings on the universality of action patterns, including facial expression. 
Fisher and Tangney (1995) noted that other people are central in emotions, that 
emotions are fundamentally social, and that the study of emotion has become so closely 
tied with studies of cognition that most theories of emotional process now begin with 
cognition. The authors indicated that emotions are grounded in bodily expressions and 
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actions, cognitive appraisals, and social interactions. Fisher and Tangney noted that there 
are four primary assumptions of their framework. First, emotions" ... play a basic, 
adaptive part in human functioning by organizing action tendencies that mold, constrain, 
or structure human activity and thought .. . "(p.6) which Barrett (1995) identified as a 
functional approach to emotions. Second, Fisher and Tangney suggested that the 
processes of emotional reaction are infused with assessment of the meaning of events, 
that is, particular assessments lead to particular emotions, and these assessments continue 
as individuals monitor and regulate their emotions. Third, the emotions become not only 
functional, as well as organizing and structuring, but also each emotion can be described 
with a " .. . prototypical social script . .. " (Fisher & Tangney, p. 8) in which emotions can 
be seen as a patterned sequence of events and reactions to those events, including 
distinctive cognitions, affective experiences, motivations, and behaviors. Fourth, the 
authors suggested that emotions are organized into families of related affects, such as 
anger, sadness, fear, shame, love, and happiness with subordinate affects under each of 
these categories. 
Working from the perspective of emotional expression and nonexpression, 
Kennedy-Moore and Watson ( 1999) suggested a model for the process in which hidden 
emotional experience is shifted to open emotional experience. The process they described 
consists of a series of cognitive evaluative steps that are both driven by affective 
experience and also impact that experience. They suggested that disruptions at different 
points in the process can result in different forms of nonexpression. 
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Kennedy-Moore and Watson (1999) defined the first step in the process as being 
the prereflective reaction to an emotion-eliciting stimulus. This involves the perception of 
the stimulus, the preconscious and emotional processing of the stimulus, and the 
accompanying physiological changes. The second step, the conscious perception of the 
response, entails becoming aware of the affective reaction to the stimulus which could 
consist of both emotional and bodily reactions. Labeling and interpreting the affective 
response is the third step in their model. By processing the affective reaction cognitively, 
the individual looks at situational as well as internal cues to determine whether the 
response is emotional or strictly physiological and begins to expand the meaning of the 
experience. The fourth step is the evaluation of the emotional experience in terms of the 
individual's own beliefs and goals to determine whether the feelings are valid and 
acceptable. In the fifth and final step in the process the individual evaluates the match 
between the experience and the current social context to determine whether revealing the 
feelings is possible or desirable in the interpersonal environment, and then expresses or 
does not express those feelings based on the result of that evaluation. 
The process also informs the individual's determination of not only if the 
expression of emotion is to occur, but also the form in which that expression takes place. 
Kennedy-Moore and Watson ( 1999) noted that the process is often not a simple 
sequential operation, rather, many times the process is short-circuited when an individual 
expresses her or his emotion without having processed his or her experience fully or even 
at all. Conversely, they suggested that the process is often an iterative, reflective one in 
which the individual expresses repeatedly while reworking and refining her or his 
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understanding of the emotional experience. They further suggested that the iterative 
nature of the process provides feedback to the process and in this manner expression 
becomes a source of self-knowledge. 
Cox, Stabb, and Bruckner ( 1999) noted that " ... the construct of emotion bas 
been remarkably elusive, hotly debated, and fraught with methodological difficulties in 
its study" (p. 11) and went on to say "The most up-to-date theories of emotion all 
acknowledge the phenomenon as a complex one, usually with interrelated cultural, social, 
subjective, and physiological components" (p. 13). Kring and Gordon ( 1998) 
conceptualized emotion as having a behavioral or expressive component, an experiential 
or verbal component, and a physiological component and stated that they believe 
emotional expressivity is a reflection of the degree to which individuals display their 
emotions. Further, they indicated that the degree to which the expressive, experiential, 
and physiological emotion components interact with one another depends on social, 
cultural, and situational factors . 
Fredrickson (200 1) suggested that emotions are a part of a larger class of affective 
phenomena and are " . .. multi component response tendencies that unfold over relatively 
short time spans" (p. 218). She stated that an emotion begins with either a conscious or 
unconscious appraisal or assessment of the personal meaning of some antecedent event. 
This assessment triggers a number of responses from several component systems 
including subjective experience, facial expression, cognitive processing, and 
physiological changes. She further suggested that affect is a broader concept and refers 
to consciously accessible feelings and that while affect is present within emotions; it is 
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also present in physical sensations, attitudes, moods, and affective traits. In this way, 
emotions are different from affect in several ways, including emotions typically being 
about some personally meaningful circumstance as opposed to affect, which can be free-
floating or objectiveless. Also, emotions are usually brief and involve the component 
systems of subjective experience, facial expressions, cognitive processing, and 
physiological changes noted above, where affect is often longer-lasting and may be 
prominent only as a subjective experience. Finally, emotions are often conceptualized as 
faJiing into discreet categories of emotion families, such as fear, anger, and joy, while 
affect is conceptualized as positive and negative emotional activation. 
Building on a functional approach to emotions, Fredrickson (2001) suggested that 
negative emotions have direct and immediate adaptive benefits in caJiing on specific 
action tendencies such as escaping or attacking. She suggested that positive emotions, 
including joy, interest, contentment, pride, and love, have the ability to broaden an 
individual 's action tendencies and build an individual's ongoing personal resources from 
physical and intellectual resources to social and psychological resources. Fredrickson 
referred to her expanded theory as the" ... broaden-and-build theory of positive emotions" 
(p. 219). She indicated that while distinct types of positive emotions can broaden an 
individual's momentary thought-action resources, distinct types of negative emotions 
narrow the same resources. Additionally, she suggested that positive emotions can undo 
the negative effects of negative emotions and lead to greater psychological resilience. 
15 
Marsella (1994) defined emotion as 
A biopsychosocial response which varies in duration, intensity, and complexity as 
a function of an organism's response to an event. This response begins with 
sensory input which stimulates the pituitary-hypothalamic-adrenal axis, resulting 
in a state of arousal that signals the organism's reflexive defense, attack, retreat, 
or approach reactions. 
This arousal state results in a secondary reaction which activates sensory-
muscular-affect-cognitive systems that serve the functions of(l) further arousing 
or relaxing the organism, (2) further activating appropriate response subsystems 
ofthe organism, (3) motivating the organism, (4) cueing and informing the 
organism, and (5) rewarding and/or punishing the organism. 
Because of survival values, the entire process occurs in near-simultaneity. 
Organisms vary in their conscious awareness of the process and in their capacity 
to impose higher-order and interpretive mechanisms upon it. Further, organisms 
vary in the intensity and probability that certain primitive arousal states (defense, 
attack, retreat and approach) will occur as a function of genetics and 
sociolcultural cultural learning. Within this context, internal and external 
representations of emotion-related behaviours may vary, resulting in incongruent 
feedback and modulation of the responses with the organism and between 
organisms. (pp. 162-163) 
Marsella suggested that there are different stages in emotional reactivity. The first stage 
involves arousal and the experience of affect along the dimensions of pleasant-
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unpleasant, such as positive-negative, and safe-dangerous, such as defense, attack, retreat, 
or approach behaviors. From there, the process moves to the activation phase which 
triggers more complex response patterns across the sensory-muscular-affective-cognitive 
areas. 
PJanalp and Fitness (1999) stated that while for many people, thinking and feeling 
are experienced as separate and often competing forces, emotional and cognitive 
processes are actually symbiotic. They noted that neurological evidence suggests that 
humans possess a number of biologically hard-wired emotion systems that monitor the 
status of important needs and goals, and prepare individuals to act in pursuit of those 
needs and goals. The authors noted that emotions are the guiding structures of our lives, 
especiaJiy of our relations with others, in summing up their belief that negative emotions 
such as shame and contempt play a powerful role in motivating conformity with valued 
others while positive emotions such as joy and love serve to motivate and reinforce goal-
directed behaviors such as exploration and attachment. Planalp and Fitness suggested that 
cognition and emotion have much in common and serve complementary roles. Both 
utilize information from the environment to guide action and both are processes that work 
unconsciously, with thoughts and feelings that are experienced moving into conscious 
awareness, like tips of the largely unconscious iceberg. They further noted that the 
cognitive system essentially orients the individual to what makes sense, while the 
emotional system orients the individual to what matters. They stated that both systems are 
required to impact the other system for either system to operate effectively. A cognitive 
system that attempts to make sense of incoming stimuli without being aware of what 
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matters would be overwhelmed, unable to set priorities, and unable to set the body's 
resources effectively to cope. Likewise, an emotional system that attempted to set 
priorities and allocate bodily resources without a well-informed perspective on the 
meaning of the stimuli would respond impulsively and stupidly, especially in a 
complicated social world. 
Greenberg and Paivio (1997) took a cognitive approach to emotion, indicating 
that emotion is intimately connected with meaning and that emotional change also 
produces cognitive change. Their model defmes the emotional scheme as being the basic 
psychological unit of generating emotional experience and meaning. The authors 
indicated that a scheme involves a set of organizing principles, built from the individual's 
instinctive response set and past experience that interacts with the current situation and 
generates the current experience. They suggested that schemes are very personal and 
individual, " .. . laden with emotion memories, hopes, expectations, fears, and knowledge 
gleaned from Jived experience" (p.3) . Greenberg and Paivio stated that these personal 
schemes are not based solely on emotion, but rather involve a complex combination of 
affect, cognition, motivation, and action that gives each individual a subjective felt 
meaning as well as an integrated sense of himself or herself and the world. These 
emotional schemes strongly influence experience, behavior, and interaction. Additionally, 
individuals have different emotional schemes linked to relationships with important other 
individuals in their lives. Further, emotional or personal schemes are a record of 
subjective lived experience that serves as both a basic format for remembering affective 
experience and for integrating the whole experience into a meaningful agreement. The 
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authors contended that personal reality and consciousness are as much a function of 
emotions as they are of thought and rationality and that automatic emotion responses 
often precede and influence the conscious meaning of events. Thus, the emotional 
scheme's role is to read affectively relevant patterns from the environment and to guide 
the individual's orientation to the world. Greenberg and Paivio distinguish between 
affect, feeling, and emotion: 
1. They defined affect as being the unconscious biological response to stimulation 
and indicate that it involves automatic, physiological, motivational, and neural processes 
involved in the adaptive behavioral response system. Affects are unconscious processes 
that do not involve reflective evaluation, as opposed to both emotions and feelings, which 
are conscious products of the unconscious affective processes. 
2. The authors suggested that feeling involves the awareness of the basic 
sensations of affect and involve bodily-felt experiences. The more complex bodily-felt 
feelings involve relating affect to one 's view of oneself and are called complex feelings. 
3. Emotions are consciously experienced and arise when the action states and 
feeling states are connected with the situation triggering the experience and with the self. 
Emotions are experiences that have many levels of processing integrated into one salient 
experience and which give personal meaning to our understanding of the action states and 
feeling states. 
The authors suggested that feelings and emotions involve a natural process of emergence 
and completion. The natural process of feeling can be depicted as a set of phases moving 
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from emergence to awareness to owning to expressive actions to completion. This 
process is followed by the emergence of a new feeling, beginning the cycle again. 
As this review of several different authors' approaches has shown, defining affect, 
emotion, and feelings brings many different ways of looking at these constructs, with 
some approaches overlapping other approaches, and with other approaches not 
overlapping. I prefer Greenberg and Paivio's (1997) approach because of the cognitive 
foundation upon which their approach is based, while encompassing a combination of 
affect, cognition, motivation and action. The authors' suggestion that the emotional 
scheme's role is to guide the individual ' s orientation to the world after reading affectively 
relevant patterns from the environn1ent also fits my clinical and personal experience. 
However, because of the difficulty in finding a universal definition of each of these 
concepts and because ofthe interchangeable use of the terms throughout the literature, 
the terms affect, emotion, and feelings were used interchangeably in this work. 
Gender Role Socialization 
In a prior study of the transference of emotion between work and home, Luff 
(1999) found gender differences in correlations when subjects reported stress experienced 
in the work environment and stress experienced in the family system. Because this study 
examined the components of transferring emotion between work and home as weU as 
further examining potential gender differences, this section will review selected, relevant 
literature on gender role socialization and the impact of that socialization on men and 
women in the various roles in which they operate. 
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Gender Role Development 
Bussey and Bandura (1999) noted that societal gender-typing heavily prescribes 
some ofthe most important aspects of people's lives, including the talents they cultivate, 
the conceptions they hold of themselves and others, the opportunities and constraints they 
face, their social life, and the occupational paths they pursue. The authors noted that 
gender is the primary basis on which people are differentiated, with resulting pervasive 
effects on their daily Jives. The attributes and roles promoted in males are generally 
regarded as more desirable, effective, and of higher status. O'Neil and Egan (1992) noted 
that 
Throughout the life span, but especially in early childhood and adolescence, 
people are socialized by "family, schools, peers, and society where attachment 
and early bonding with mothers and fathers, gender related preferences for 
companions and toys, peer acceptance and rejection, and developing intimacy and 
sexual preference are aJI potential psychosocial events affecting gender role 
development (p.311 ). 
Wesster, Vogel, Pressly, and Heesacker (2002) examined several reviews of 
empirical literature on biological sex and emotions. The authors differentiated biological 
sex from gender, with the latter being defined as the cultural expectations for femininity 
and masculinity and suggested that this is a significant distinction as emotional 
differences between females and males are often misinterpreted as stemming from 
biological sex rather than from socialized gender roles. 
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In their review of the research, Brody and Hall (2000) noted that gender 
differences vary as a function of the individuals' ages, cognitive processes, and 
characteristics of the individuals' personalities, motives, and cultural backgrounds. 
Additionally, task characteristics, situational circumstances, and the nature of the 
interpersonal processes involved are components of that variance. These authors 
suggested that when emotions are viewed as adaptive or functional in fulfilling 
interpersonal and intrapersonal needs, culture and context become especially important. 
Because men and women are often socialized to have different motives and goals, 
especially depending on their ages, cultural backgrounds, and socialization histories, 
these gender differences are well documented, and are often inconsistent. These gender 
differences vary for men and women as a function of the same factors of age, cultural 
background, and history of socialization. Brody and Hall noted that those interpersonal 
goals that may differ for men and women include meeting gender roles which are 
culturally prescribed, including the roles of child caretaker versus economic provider, 
social motives such as needs for intimacy versus control, and adapting to the power and 
status imbalances between the two sexes in which men often have higher status and 
power than do women. The authors reported that intrapersonal processes may also be 
different for men and women, including the ways in which anxiety and conflict are 
regulated. 
Bussey and Bandura (1999) noted that several theories have been proposed to 
explain gender differences and these theories vary on several dimensions. One dimension 
focuses on the relative emphasis placed on psychological, biological, and sociostructural 
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detenninants. Psychologically-oriented theories focus on intrapsychic process governing 
gender development, while sociological theories focus on sociostructural determinants of 
gender role development. Biological theories focus on gender differences resulting from 
the different biological roles played by males and females in reproduction. 
The second dimension noted by Bussey and Bandura (1999) focuses on the way 
gender role models are transmitted. Psychological models usually emphasize the 
cognitive building of gender conceptions and styles in the family. Behavioral theories 
also emphasize the role of parents in shaping and regulating gender-linked behavior, 
while family genes are suggested as the primary transmission agent of gender differences 
in biological theories. In sociological theories, gender roles are constructed primarily at 
the institutional level. Bussey and Bandura (1999) noted that social cognitive theory 
integrates both a psychological and sociostructural approach to gender role development 
and functioning into a unified conceptual framework. In social cognitive theory, a broad 
network of social influences operating both within the family and in the many social 
systems found in everyday life influence gender conceptions and role behavior. Thus, the 
social cognitive theory uses a many faceted social transmission model, rather than a 
family transmission model. 
Bussey and Bandura's (1999) third dimension focuses on the temporal scope of 
the theories. Most psychological theories treat gender development as primarily a 
function of early childhood. Bussey and Bandura contended that gender role development 
is not confined to childhood, but rather occurs throughout the life course and further 
noted that cognitive, social, affective, and motivational processes all impact that 
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development, rather than being limited to only cognitive or social factors. The authors 
suggested that gender development is promoted through three modes of influence and the 
way the information those modes convey is cognitively processed. In the first mode, 
modeling, gender role information is exemplified by models in the individual's 
immediate surroundings including parents, peers, and significant persons in social, 
educational, and occupational areas as well as in the mass media. The second mode is 
through enactive experience in which evaluative social reactions provide important 
information for building gender roles. The third mode is through direct teaching as people 
have views about what is appropriate conduct for each sex. Each of the three modes of 
influence impact individuals differently, depending on the developmental status of the 
individual and the social structure of the experience. As a result, some modes of influence 
are more influential at certain periods of development than at others and the different 
modes operate interactively to impact gender role development. 
Gender and Emotion 
Kring and Gordon (1998) defined emotional expressivity as reflecting " .. . the 
extent to which individuals outwardly display their emotions, which is similar to Gross 
and John's (1997) conceptualization: ' the behavioral changes (e.g., facial, postural) that 
typically accompany emotion'" (p. 686). Kring and Gordon noted that a great deal of 
research has shown that women are more emotionally expressive than men, yet it is not 
clear whether women also experience more emotion than men and whether women show 
greater physiological changes associated with emotion. They pointed out that a number of 
theories suggest that boys and girls learn different rules for the expression of emotion, but 
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not necessarily for the experience of emotion and that in general, boys learn to hide their 
feelings, while girls learn to more freely express their feelings while also learning how to 
control their expressive behavior. In this way, expression of emotion seems to be more 
socialized than the experience of emotion. As a result, men and women may differ in 
their expressive behavior, while experiencing emotion at similar frequencies. 
In the results of their two studies summarized in their journal article, Kring and 
Gordon (1998) reported that women were more expressive than men, yet did not report 
experiencing more emotion than men. They also found that gender role did not moderate 
the relationship between gender and expressivity but rather that gender role contributed to 
expressive behavior regardless of gender. Both male and female participants endorsing a 
high number of characteristics traditionally associated with both masculinity and 
femininity were more facially expressive and reported being more dispositionally 
expressive than those participants who only endorsed a high number of masculine or 
feminine characteristics. That is, androgynous men and women were the most expressive. 
Their study also found that participants corning from families reported to be more 
expressive were more expressive than participants coming from families reported to be 
Jess expressive. The authors also suggested that the expressiveness of an individual's 
family of origin and culture would be anticipated to influence that individual's gender 
role socialization and resulting emotional expressiveness. 
Wesster, Vogel, Pressly, and Heesacker (2002) examined several reviews of 
empirical literature on biological sex and emotions using Lang's (1968, 1994) 
framework. This framework conceptualizes emotions across the three dimensions of 
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overt actions, such as observable behaviors; subjective reports, such as an individual 's 
description of how they were feeling; and physiological responses, such as heart rate or 
breathing. Their review of the studies found that if societal demands for affective 
presentations are absent, men and women do not differ in their abilities to process, 
understand, and express emotion. This pattern was supported by empirical research 
showing no consistent patterns of sex differences in verbal communication of emotions 
and showing that differences could be more influenced by situational context and sex-
based emotional stereotypes, rather than innate differences in emotional ability. 
Nonverbal expression of emotions was also found to be situationally based. In reviewing 
the studies for participants' subjective reports of emotional expression, the authors noted 
that the most common finding was that men and women report sex differences in 
emotional expression similar to the stereotypes about sex and emotion and that 
participants' self-reports of the subjective experience of emotion were inconsistent. The 
authors noted that any differences reported may be more influenced by situational 
pressures than by sex differences in emotional ability. Their review of the research also 
showed no consistent results in looking at physiological responses to emotions, and often 
reflected responses that ran contrary to the general stereotypes of sex differences in 
emotionality, with men showing more physiological signs of emotion than women. The 
authors concluded that sex differences in emotionality are " ... small, inconsistent, or 
limited to the influence of specific situational demands" (p. 639) and that their reviews 
did not support belief in sex-based affective differences. They suggested that emotional 
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differences noted are impacted most strongly by gender role socialization, culture, and 
situational context. 
Grossman and Wood (1993) summarized earlier studies which indicated that 
women self-report more intense experience of emotions than men, more intense 
expression of emotions, as well as greater comfort with and the tendency to seek out 
emotional experiences, and that the gender difference in intensity of emotional 
experience has been found across the life span from adolescents to middle-aged adults. 
Grossman and Wood argued that sex differences in the intensity of emotional experience 
stems from the roles men and women fill in our society, that is, the gender roles expected 
of men and women concerning emotions. These authors also suggested that men's and 
women's personal history of enacting social roles can also be an indirect cause of sex 
differences in behavior because emotional skills and attitudes are influenced by those 
experiences. Grossman and Wood found that women not only reported more intense 
emotional experience than men, but that women also generated more extreme 
physiological reactions. From the results of their study, the authors concluded that their 
findings are consistent with other views of sex differences that attribute the cause of 
men's and women ' s characteristic styles of emotional reaction either in inherent, 
biological differences between the sexes or in sex-differentiated socialization pressures. 
Taking a different approach, Heesacker et al. (1999), noted that women are 
stereotypically portrayed as being hyperemotional while men are stereotypically 
portrayed as being hypoemotional and reported that research actually suggests that" ... 
women and men are more similar than different regarding their emotions ... thus calling 
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into question the beliefs that women are hyperemotional and men are hypoemotional" (p. 
483). Heesacker et al. 's study indicated that in our society adults, counselors-in-training, 
and practicing counseling psychologists all hold stereotypes of female hyperemotionality 
and male hypo-emotionality, and that these stereotypes may create artificial limits in the 
emotional ski11s available to individuals. 
Gender Schemes 
Bern (1981) suggested that "The distinction between male and female serves as a 
basic organizing principal for every human culture" (p.354) and went on to further 
suggest that the process by which a society changes male and female into masculine and 
feminine is known as the process of sex typing. In addition to boys and girls being 
expected to acquire sex-specific skills, they are also expected to acquire sex-specific self-
concepts and personality attributes, and be masculine or feminine as defined by that 
culture. Bern proposed that in addition to learning content-specific information, the child 
is also learning to access these sex-related associations in order to evaluate and assimilate 
new information. She suggested that the child learns to process information in terms of 
an evolving gender schema and she defines schema as 
... a cognitive structure, a network of associations that organizes and guides an 
individual's perception. A schema functions as an anticipatory structure, a 
readiness to search for and to assimilate incoming information in schema-relevant 
terms. Schematic processing is thus highly selective and enables the individual to 
impose structure and meaning onto the vast array of incoming stimuli. Schema 
theory - if it can be called a theory- construes perception as a constructive 
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process wherein what is perceived is a product of the interaction between the 
incoming information and the perceiver's preexisting schema (p. 355). 
Bern indicated that gender schema theory proposes that the phenomenon of sex typing 
develops from gender-based schematic processing, from a generalized readiness to 
process information on the basis of the sex-linked associations that make up the gender 
schema. Specifically, the theory suggests that sex typing results partially from the self-
concept being assimilated into the gender schema. As children learn the contents of the 
society' gender schema, they learn which attributes are to be linked with their own sex 
and with themselves. These schema form in response to society's external standards, 
expectations, and norms concerning masculine and feminine behavior, with the forces 
shaping these schema including family, schools, peers, and the media. 
Eisler (1995) noted three important implications ofBem's gender role schema 
model. The first is that men and women learn to evaluate their adequacy on the basis of 
their ability to regulate their behavior in accord with their learned masculine or feminine 
gender schema. The second is that this self-proliferating developmental process becomes 
stable at a very early age. And third, some men and women become more committed than 
others to maintaining their behavior according to socially determined masculine or 
feminine schema as a way of assessing their worth. As a result, men and women 
unavoidably experience some harmful effects in trying to live up to the ideals of these 
gender role schema. Pleck (1981, 1995) called this occurrence gender role strain and 
suggested that it occurs as a result of stereotyped societal norms around gender ideals 
often being contradictory, inconsistent, and unattainable. These unrealistic gender role 
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schema can be seen as gender related cognitive distortions when viewed from a cognitive 
framework. 
Gender Role Conflict 
Stillson, O'Neil, and Owen (1991) defined gender-role conflict as a" . .. 
psychological state in which socialized gender roles have negative consequences on a 
person or on others" (p.458). They further suggested that the ultimate outcome of this 
kind of conflict is a restriction of the human potential of the person experiencing the 
conflict or another person's potential. "Gender-role conflict occurs when rigid, sexist, or 
restrictive gender roles result in personal restriction, devaluation, or violations of others 
or self' (p. 458). Zamarripa, Wampold, and Gregory (2003) noted that" ... gender role 
conflict has emerged as a description of how the adherence to rigid roles may result in 
psychological distress" (p.333). 
Pleck' s (1995) formulation of gender role strain involved ten different 
propositions: 
I. Gender roles are operationally defined by gender role stereotypes and norms. 
2. Gender role norms are contradictory and inconsistent. 
3. The proportion of individuals who violate gender role norms is high. 
4. Violating gender role norms leads to social condemnation. 
5. Violating gender role norms leads to negative psychological consequences. 
6. Actual or imagined violation of gender role norms leads individuals to 
overconform to them. 
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7. Violating gender role norms has more severe consequences for males than 
females. 
8. Certain characteristics prescribed by gender role norms are psychologically 
dysfunctional. 
9. Each gender experiences gender role strain in its paid work and family roles. 
I 0. Historical change causes gender role strain. (p. 12) 
O'Neil, Good, and Holmes (1995) suggested that gender role conflict operates at 
four overlapping levels: cognitions, affective experiences, behaviors, and unconscious 
experiences. Gender role conflict experienced on a cognitive level originates from the 
restrictive ways individuals think about the gender roles of masculinity and femininity, 
while gender role conflict on an affective level originates from deep emotional confusion 
about masculine and feminine gender roles. The behavioral experience of gender role 
conflict is the actual conflict experienced with masculinity-femininity as we act, react, 
and interact with ourselves and others. Gender role conflict as an unconscious 
phenomenon represents the repressed conflicts with masculinity-femininity that are 
beyond an individual 's conscious awareness. The authors went on to say that these 
cognitions, emotions, behaviors, or unconscious processes may interact causing a person 
to feel bad about himself/herself or producing negative relations with others. Some of the 
personal outcomes of gender role conflict may include anxiety, depression, low self-
esteem, and stress. Some of the interpersonal outcomes may include limited intimacy, 
unhappiness in relationships, work conflicts, power and control issues in relationships, 
and even physical and sexual assault. 
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Male gender role conflict 
Defranc and Mahalik (2002) defined male gender role stress as" . .. stress 
resulting from men's appraisals of failing to live up to traditional masculinity standards" 
(p. 52). Levant (1996) noted that men 
... are disproportionately represented among many problem populations: 
substance abusers; the homeless; perpetrators of family and interpersonal 
violence; parents estranged from their children; sex addicts and sex offenders; 
victims of homicide, suicide, and fatal automobile accidents; and victims of life~ 
style and stress~related fatal illnesses (p. 259). 
He further suggested that the pressure on men to behave in ways that are in conflict with 
the traditional masculine role has never been greater; such as committing to relationships, 
expressing innermost feelings, nurturing children, sharing in housework, and reducing 
violence and aggression. The literature on male gender role conflict will be further 
examined from four perspectives: description and components of male gender role 
conflict; gender role conflict from an attachment perspective; the effects, both positive 
and negative, of male gender role conflict; and the impact of male gender role conflict on 
men's partners and family. 
Description and components of male gender role conflict. 
Pleck (1995) suggested three varieties of gender role conflict or gender role strain: 
discrepancy~strain, dysfunction~strain, and trauma-strain. Discrepancy~strain is a result of 
a man failing to live up to his internalized male role, which for most contemporary men is 
an approximation of the traditional male role. Dysfunction-strain is a result of living up to 
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the requirements of the male role as many of the characteristics seen as desirable in men 
can have negative side effects on the men and on those closest to them. Included in this 
area are marital and parental roles. Additionally, Brooks and Silverstein (1995) cited 
problems resulting from dysfunction-strain including issues of violence, such as male 
violence against women in the family, sexual assault, and sexual harassment. Other 
problems noted by the authors were of a sexual nature, including promiscuity, use of 
pornography, and sexual addiction; as well as problems with chemical dependence, risk-
seeking behaviors, physical self-abuse, absent fathering, and homelessness-vagrancy. 
Dysfunctional relationships, including inadequate emotional partnering, non-nurturing 
fathering, and not participating in household chores were also noted by Brooks and 
Silverstein as problems resulting from dysfunction-strain. The last of the strains 
suggested by Pleck is trauma-strain which is applied to groups of men who have 
experienced especially harsh gender role strain including professional athletes, Vietnam 
veterans, men of color, and survivors of child abuse, including sexual abuse. 
O'Neil, Good, and Holmes (1995) suggested that men experience gender role 
conflict directly or indirectly in six contexts: when they (1) deviate from or violate gender 
role norms; (2) try to meet or fail to meet gender role norms of masculinity; (3) 
experience discrepancies between their real self-concept and their ideal self-concept, 
based on gender role stereotypes; (4) personally devalue, restrict, or violate themselves; 
(5) experience personal devaluations, restrictions, or violations from others; and (6) 
personally devalue, restrict, or violate others because of gender role stereotypes. 
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Because masculinity is a social construct, there is no one single standard for 
masculinity and that construct may vary for men of different social classes, races, ethnic 
groups, sexual orientations, life stages, and historical eras. David and Brannon (1976) 
suggested four components of a traditional male role: men should not be feminine, men 
should work to be respected for successful achievement, men should never show 
weakness, and men should look for adventure and risk to the point of accepting violence 
if necessary. Wilkinson (2004) found in his study that the relationship of traditional 
masculine role beliefs to antigay attitudes is due to heterosexual men's fear of appearing 
feminine, rather than concerns over masculine status. As an additional component of 
masculinity as a social construct, this further supports one of David and Brannon's 
components of traditional role model, that men should not be feminine, 
Mahalik ( 1 999) suggested there are specific cognitive distortions that gender role 
socialization contributes to men who are firmly committed to regulating their behavior 
according to masculine prescribed behavior. He suggested that men receive messages 
from society organized around eight themes. 
1. The first theme, Mahalik indicated, is success, as men are told throughout their 
lives that it is important to win and be competitive to get status, respect, recognition, and 
admiration, especially in work and sports settings. These messages can result in cognitive 
distortions surrounding the need to be successful in order to be happy and fulfilled in 
addition to the need to win to be worthwhile. 
2. The second message concerns the need to be powerful physically, financially, 
sexually, interpersonally, and intellectually, thus being in charge and exercising control 
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over others, especially women. Cognitive distortions associated with power include the 
need to be powerful to have value and the need to be powerful to avoid being taken 
advantage of or humiliated. 
3. Maintaining control of their emotions, the third message men receive, leads to 
being stoic and not showing emotions, especially vulnerable emotions. Cognitive 
distortions that are associated with restricting emotionality include the belief that other 
people will believe the man to be a sissy and weak. 
4. Men are taught that aggression, taking risks, being adventurous, using violence, 
if necessary, and appearing fearless, even when frightened or nervous to the point of 
risking their lives and facing death if called upon, is appropriate. This fourth message 
carries cognitive distortions of believing that people will think the man is a wimp if they 
know he is scared and believing that others will see him as lacking courage if he doesn't 
undertake a dangerous activity. 
5. The fifth message, self-reliance, tells men that it is important not to look for 
help from others, to do things alone, not to rely on others, to take care of their own 
problems, and not to let others tell them what to do. Believing that people will feel that he 
is inept if he can't do everything for himself and that asking for help is a sign of 
weakness are cognitive distortions associated with the belief that a man must be self-
reliant. This message is a particularly Western/US encapsulated concept and would not 
necessari ly be true for other cultures. 
6. The sixth message concerns the primacy of work and the many ways that men 
are told that work is the most important part of their identity, to the point of putting their 
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work goals ahead of their personal relationships with family and sacrificing family 
relationships in order to get ahead. This socialization contributes to men having 
difficulty with family members making demands on their time and energy that take away 
from work goals, giving little time to their own physical or familial well-being, and 
endorsing the idea that their personal identity and work identity are the same. Cognitive 
distortions include work and success taking precedence over family and other 
commitments. 
7. The seventh message is that men are told that their sexual relations are 
supposed to be recreational and with multiple partners. Men receive this message from 
advertising, television, the movies, and their peers. As a result of this message, men are 
socialized to be adventurous in their sexuality and spend little time developing 
relationships that are intimate beyond physical intimacy. The beliefs that without many 
sexual partners a man will not be fulfilled and that respect is tied to the seduction of 
many partners are among the cognitive distortions associated with the message of being a 
playboy. 
8. Lastly, the eighth message, is the disdain of gay men and the message that 
sexuality must be heterosexual. As a result of this message men often avoid the 
expression of tender feelings to other males they care for and stay away from being 
personal with other men. From this message, the cognitive distortion of not being able to 
be close to other men out of fear that others will believe the man to be gay is derived. 
Hayes and MahaJik (2000) noted that researchers have identified four male gender 
role conflict variables: first, success, power, and competition; second, restrictive 
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emotionality; third, restrictive affectionate behavior between men· and fourth conflict 
' ' ' 
between work and family relations. The variable of success, power, and competition is 
reflective of a man's overemphasis on achievement, especially in a work setting, the need 
for authority and control over others, and a struggle against others for personal gain. 
Restrictive emotionality is concerned with a man's difficulty with his own emotional self-
disclosure in addition to the emotional expressiveness of others. Restrictive affectionate 
behavior between men refers to a man's discomfort with expressions of caring between 
men and the resulting avoidance of that caring. Conflict between work and family relates 
to a man 's feelings of having little time for relaxation or interacting with the family, 
overwork and stress, and thinking about work when with his fan1ily. 
Zamarripa, Wampold, and Gregory (2003) conducted a study to look at the 
generality of the gender role conflict constructs of success, power, and competition; 
restrictive emotionality; restricted affection between men; and conflicts between work 
and family to women. Compared to women, men showed more restricted emotionality, 
more restricted affection, greater appropriate and inappropriate success, and more 
restricted affection, particularly for other men. In defining the terms, the authors 
suggested that inappropriate success would involve subjugation or disadvantaging others 
to achieve that success. There were no gender differences related to conflict between 
work and family, and the major predictor of depression and anxiety for both men and 
women was conflict between work and family. Hayes and Mahalik's (2000) study 
looking at the relationship between gender role conflict factors and psychological distress 
found that gender ro le conflict did predict that distress. Specifically, their study found 
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that striving for success, power, and competition was related positively to hostility; 
restrictive affectionate behavior between men was related positively to social discomfort, 
and that confljct between work and family was related positively to hostility, social 
discomfort, and obsessive-compulsiveness. 
Male gender role and racial/ethnic considerations. 
A study by Wade and Brittan-Powell (2001) looked at masculinity ideology, 
gender-related traits, and male identity as they relate to men's attitudes toward racial 
identity, women ' s equality, and sexual harassment. The results oftheir study suggested 
that masculinity or male identity may be partially built around the exclusion of the 
unmasculinity of others, that is, men may partially define their male identity or 
masculinity on the basis of what it is not, such as anythjng related to feminine and racial 
ingroup-outgroup differences in rela6onship to a male reference group. Men with a 
traditional male reference group who are dependent on this image of masculinity to 
define themselves may also define themselves by excluding from their identity any 
characteristics that are contrary to that male reference group. The authors suggested that a 
man's gender role self-concept and feeEngs of psychological relatedness to other men 
may have implications for a man's attitudes about race and gender equality. 
Blee and Tickmayer (1995) looked at racial differences in African American and 
Caucasian men' s attitudes about women's gender roles. The authors noted that prior 
research had shown that masculinity may be formed and defined within racial categories, 
with African American men not equating masculinity with success, wealth, ambition, and 
power, but rather with self-determinism and accountability. Other research has shown, 
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the authors indicated, that White men are more likely than African American men to see 
marriage as a necessary component of an adult masculine role. Also, African American 
men may hold more liberal attitudes than White men about married women' s 
employment, but share similar or more conservative attitudes toward household division 
oflabor and women' s role with the fami ly. The results ofBlee and Tickmayer' s study 
suggested that African American and Caucasian men do differ in their attitudes about 
women's gender roles, with African American men being more liberal in their attitudes 
toward working wives. 
Fragoso and Kashubeck (2000) conducted a study looking at the relations 
between machismo, gender role conflict, and mental health in Mexican American men. 
Machismo, according to the authors, describes behaviors that can be considered culturally 
relevant to Mexican males and is represented in the literature as being antisocial, 
prosocial, or both. Stevens (1973) defined machismo as" .. . exaggerated aggressiveness 
and intransigence in male-to-male relationships and arrogance and sexual aggression in 
male-to-female relationships" (p. 315). Mosher and Anderson (1986) and Mosher and 
Sirkin (1984) suggested that machismo contained the three components of callous 
sexuality toward women, a perception of violence as manly, and the view that danger is 
exciting. Taking a prosociaJ view of machismo, A. Ruiz (1976) suggested it reflected a 
concern for people who are not able to protect themselves. Similarly, R. Ruiz (198 1) 
proposed that machismo connoted physical strength, sexual attractiveness, virtue, dignity 
in personal conduct, and respect for others. Valdez, Baron, and Ponce (1987) held that 
machismo is closely aligned with the concept of chivalry, including behaviors such as 
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gallantry, courage, generosity, and charity. A middle position was taken by Casas, 
Wagenheim, Banchero, and Mendoza-Romero (1995) in suggesting machismo is an 
extreme gender schema consisting of behaviors, attitudes, and beliefs traditionally 
associated with males and that these behaviors, attitudes, and beliefs may be either 
positive or negative. Casas et al. noted that while the content ofthe schema is important, 
the extreme nature of the schema and the rigidity of the schema are more important and 
are what determines machismo. Fragoso and Kashubeck' s study found that machismo 
and gender role conflict both predicted levels of stress and depression, when analyses 
controlled for acculturation. Higher levels of machismo and restrictive emotionality were 
associated with higher levels of depression and stress. 
Male gender role conflict from an attachment perspective. 
DeFranc and Mahalik (2002) approached gender role socialization from an 
attachment perspective and suggested that the process of attachment formation in which 
the parent-child connection is formed becomes complicated by gender role socialization. 
Expectations for girls and women often are focused on interpersonal connection and 
relatedness while the expectations for boys and men are often those of disconnection and 
self-sufficiency. The authors suggested that for boys the process of disconnection from 
their mothers before the boys are emotionally ready to do so and the following partial or 
lacking nurturance from their fathers can be traumatic and impact the psychology of boys 
and men throughout their life, creating gender role strain. DeFranc and Mahalik noted 
that the effects of gender role conflict and stress seem to be similar to the undesirable 
developmental outcomes associated with the anxious-ambivalent and avoidant attachment 
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styles noted by Ainsworth (1989) and Bowlby (1969). DeFranc and Mahalik's study 
found that men who perceived their fathers as having less gender role conflict and stress 
and who viewed themselves with some somewhat less gender role conflict reported closer 
attachments to both parents. Additionally, their study found that men who experienced 
lower levels of gender role stress reported less psychological separation from both 
parents. 
A study by Schwartz, Waldo, and Higgins (2004) examined the relationship 
between masculine gender role conflict and attachment in college men. Their results 
suggested that men with secure attachment styles experienced significantly less gender 
role conflict with restrictive emotionality when compared with men with preoccupied, 
dismissive, or fearful attachment styles. In addition, men with secure attachment styles 
had significantly less conflict with success, power, and competition when compared with 
men with fearful attachment styles. 
A study by Blazina and Watkins (2000) looked at the relationship of male gender 
role conflict to attitudes about feminism and matters of attachment and 
separation/individuation. The authors' results suggested that as gender role conflict 
increases in men, men's desire for traditionality in women and women's roles also 
increases and men's experience of attachment, separation, and individuation problems 
increases. Relationship issues will emerge as special challenges for men who are highly 
gender-role conflicted, in addition to these men rejecting the feminine or the acceptance 
of a more stereotypical view of women and their place in society. Men who held less 
traditional gender roles and less traditional thinking about women and who were less 
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emotionally restrictive tended to experience fewer differentiation and relationship 
problems. These men may be more accepting of emotional expressiveness, emotional 
intimacy, and have developed a sense of self in the context of relationships. 
Effects of male gender role socialization. 
Levant (1996) suggested that boys ' socialization under traditional masculine roles 
is inherently traumatic as a result of two primary influences: the early separation from 
their mothers and the unavailability of their fathers. He noted that boys start life more 
emotionally expressive than girls, probably because of biologically based differences, and 
remain more emotional than girls until at least six months of age. He suggested four 
socialization influences that may result in the suppression of male emotionality. First, 
mothers work harder to manage the more excitable and emotional male infants. Second, 
fathers take an active interest in their children after the 13th month oflife and socialize 
their toddler sons and daughters along gender-stereotyped lines. Third, both parents use 
gender-differentiated development of language for emotions by discouraging maJe infants 
from expressing vulnerable emotions while encouraging female infants to express their 
vulnerable and caring emotions. Fourth, peer groups segregated by sex further the 
differences as a result of gender-stereotypical play. That is, girls play with other girls, 
telling each other secrets and maintaining relationships, while boys typically play in 
larger groups in structured games learning action skills and learning to play by the rules, 
teamwork, stoicism, toughness, and competition·. 
As a result of these socialization influences, Levant ( 1996) indicated that there are 
four major consequences: 
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I. Men develop what he termed action empathy, which is the ability to see things 
from someone else's point of view and, as a result, predict what they will do. Conversely, 
men do not develop emotional empathy as well as do women. 
2. Men become cut off from their own emotions and may develop a mild form of 
alexithymia. 
3. Aggression is experienced and expressed more by men than women, and men 
tend to convert and express their vulnerable emotions into anger, which is expressed 
aggressively. 
4. Sexuality is used by men to express their caring emotions. 
Wong and Rochlen (2005) suggested that men's emotional inexpressiveness could 
be caused by a number of different factors, including a high threshold for emotional 
activation, inabi lity to identify feelings, negative evaluations of their emotions, and a 
perceived lack of social opportunities to express feelings. Fischer and Good (1997) 
suggested that a sociocultural framework may be used to explain men's perceived 
aJexithymia. The authors also suggested that the values of individuals from cultures in 
which discussion of personal or family matters with outsiders is inappropriate or 
shameful could also restrict emotional expression in men. 
Pleck (198 1) noted that while violating gender roles has negative consequences 
for both genders, the consequences are more severe for men than women, often causing a 
wide range of psychological and interpersonal problems. These increased consequences 
for men may be due to the value placed on that which is masculine and the devaluation of 
that which is feminine in our culture. Mahalik (1999) suggested that research supports the 
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conclusion that men who experience gender role conflict and stress are more likely than 
those men who do not experience gender role conflict to be depressed, anxious, have poor 
self-esteem and impaired intimacy, abuse substances, be angry and rigidly dominant and 
hostile in behavior and use of defenses, and engage in high-risk behavior. 
DeFranc and Mahalik (2002) noted research on gender role conflict indicated that 
the male model is associated with a lower capacity for intimacy, abuse of alcohol, rigidly 
dominant and hostile interpersonal behaviors, and aggressive-projective psychological 
defenses. Good et al. ( 1995), in summarizing prior research, noted that men with higher 
levels of gender role conflict have lower self-esteem and higher anxiety, higher 
depression, lower social intimacy, more sexual aggression, and greater somatic 
complaints than men with lower levels of gender role conflict. 
Blazina and Watkins (1996) looked at the effects of gender role conflict on 
college men' s scores of psychological well-being, substance abuse, and attitudes towards 
psychological help-seeking. Their results suggested that the success, power, and 
competition variable of gender role conflict was significantly related to a decrease in 
psychological well-being and to an increased report of alcohol usage. The restricted 
emotionality variable of gender role conflict was significantly related to a decrease in 
psychological well-being, to negative attitudes toward help-seeking, and to an increased 
similarity in personality style to chemical abusers. 
Mahalik, Cournoyer, DeFranc, Cherry, and Napolitano (1998) found that male 
gender role conflict factors were related to psychological defenses in men. Specifically, 
these gender role conflict factors include strategies that reflected a man's protecting 
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himself from feelings of weakness by trying to be powerful and defeat others and the 
success, power, and competition factor; blocking awareness and expression of vulnerable 
emotions and the restrictive emotionality factor; and avoiding feelings of attraction 
toward other men, being perceived as gay, and the affective behavior between men factor. 
These conflict factors were all related to psychological processes that maintain balance, 
which is maintained by preventing painful ideas, emotions, and drives from forcing their 
way into consciousness. 
Looking at the relationship between patterns of depressive symptoms and the 
variables of male gender role conflict, Shepard's (2002) research showed a connection 
between restrictive emotionality and depression, especially characterized by symptoms 
such as self-dis! ike, feelings of faiJure, guilt, and pessimism in college-aged men. Sharpe 
and Heppner's (1991) study also found that gender role conflict was negatively related to 
psychological well-being. However, Barnett and Hyde (2001) noted that several studies 
have also shown men's mental health benefits from men holding multiple roles (FarrelJ & 
Rosenberg, 1981 ; Lein et al., 1974; Veroff, Douvan, & Kulka, 1981) and Barnett, 
Marshall, and Pleck (1992) found that men's psychological well-being benefited equally 
from their experiences in their employee, spouse, and father roles. 
Contrary to the findings of many prior studies, Good, Heppner, DeBord, and 
Fischer (2004) showed that masculine role conflicts were not closely associated with their 
experience of symptoms of psychological distress. The authors did find a small indirect 
effect which they suggested supports other authors' hypothesis that relations between 
gender roles and psychological distress would be mediated by problem-solving appraisal. 
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The authors defined problem-solving appraisal as the self-appraisal of one's ability to 
resolve problematic situations and suggested that the more men perceive themselves as 
being effective problem solvers, the less likely they were to experience symptoms of 
distress. 
Cournoyer and Mahalik (1995) summarized other research indicating that the 
masculine role model bas positive effects for those who take on that role, including 
psychological well-being, assertiveness, self-esteem, and psychological health. In 
contrast, Cournoyer and Mahalik also indicated other studies have suggested that there 
are negative effects associated with the male gender role including increased risk-taking 
and self-destructive behavior, increased stress, lack of concern for health, emotional 
inexpressiveness, and the drive to accumulate money, power, and sex partners. 
Cournoyer and Mahalik's study found that for young and middle-aged men, restrictive 
emotionality was strongly and negatively related to psychological health, but that 
younger men experience greater pressure to be successful, powerful, and competitive 
while middle-aged men experience more conflict between work and family 
responsibilities. They also found that there are psychological benefits for middle-aged 
men in reducing their investment in pursuing success and reducing conflicts between 
work and family responsibilities. Thus, in examining gender role conflict, the authors 
suggested that men ' s age should be considered. 
The impact of male gender role conflict on men 's partners and family. 
Campbell and Snow (1992) examined the relationship between male gender role 
conflict, family environment, and marital satisfaction. They found that when husbands 
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report friction between their work or school roles and other roles in their lives, when they 
are reluctant to express emotions or have difficulty doing so, and when there are lower 
levels of cohesion within the family, they are likely to experience less marital 
satisfaction. 
Eisler, Franchina, Moore, Honeycutt, and Rhatigan (2000) summarized prior 
works suggesting that male abusiveness and violence against women have often been 
attributed to men's adherence to culturally defined masculinity, a point also made by 
Brooks and Silverman (1995). Based on this reasoning, men are socialized to be 
competitive, to develop power and control strategies, to express anger, and to curtail 
expressions of vulnerability. Additionally, men's abusiveness may arise in specific 
situations that threaten their conceptualization of how they should enact the masculine 
gender role. Eisler et al. 's study showed that men high in male gender role stress reported 
more negative affect in terms of irritation, jealousy, and anger than did men who scored 
low in male gender role stress. Gender relevance of the situation also influenced 
attributions and affect for the men higher in male gender role stress with more negative 
attributions and negative affect reported for the woman's behavior in gender-relevant 
than gender-irrelevant situations. The woman's behavior tended to challenge the man's 
dominance in both gender-relevant and gender-irrelevant situations. The authors 
suggested that traditional masculine values require men to behave aggressively when they 
are confronted with threats to their masculine ideology. Because men high in male gender 
role stress are more likely to see threat in situations that are masculine gender relevant 
than are men low in gender role stress, they may be more likely to endorse aggressive 
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responses as well. Cano and Vivian (2003) found that occupational and loss stressors 
were associated with men's violence. The authors noted that loss stressors are those 
stressors involving a loss, such as a demotion or suspension at work. 
Following on the research of Eisler, Franchina, Moore, Honeycutt, and Rhatigan 
(2000), Franchina, Eisler, and Moore (2001) looked at the attributions and affect 
responses of high male gender role stress men when their female partner's behavior 
served as a threat to their masculinity in situations that were both masculine gender 
relevant and masculine gender irrelevant. The authors noted that masculine gender 
socialization causes some men to believe that enacting their gender role requires them to 
behave decisively and competitively, to develop strategies for power and control over 
others, and to curtail expressions of emotionality except for anger. From these beliefs 
come men' s appraisal of a situation as masculine gender relevant and setting the stage for 
enacting their gender role imperatives; however, circumstances that challenge that 
enactment or that require behavior outside the limits of the masculine gender role may 
then serve as sources of stress. In situations that involve a female partner, the man's 
perceptions that her behavior threatens his enactment of his gender role may elicit 
negative attributions and negative affect about her. Franchina et al. 's study found that 
masculine gender relevance of the situation influences men's reactions to a woman's 
behavior that they construe as threatening their masculine gender role. 
Moore and Stuart (2004) indicated that research shows support for an association 
between gender role stress, negative attributions and affect, physiological reactivity, and 
partner violence. The authors suggested that the consistent and positive relationship 
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between gender role stress and the use of verbal and physical conflict tactics in 
relationships implies that the level of men's appraisal of stress and threat to situations that 
challenge masculine norms may be a critical component to understanding why some men 
behave violently. The authors also noted that attributions, affect, and physiological 
reactivity may be important contributors to the relationship between gender role stress 
and the use of verbal and physical conflict tactics. The results oftheir study showed that 
masculine gender-relevant situations produced more negative attributions, anger, negative 
affect, and verbal aggression than did masculine gender-irrelevant situations. The results 
also showed that men with high male gender role stress reported greater anger, negative 
attributions, and verbal aggression than did men with low male gender role stress. 
A study by Rochlen and Mahalik (2004) looked at the relationsrup between 
women 's perceptions of men's gender role conflict and women' s relationship satisfaction 
and well-being. The authors noted that prior research has shown that men exhlbiting 
higher levels of gender role conflict appear to have more conflictual and less satisfying 
relationships and marriages, and men who had difficulty expressing their emotions 
reported being less satisfied with their relationships. Rochlen and Mabalik found that 
men's gender role conflict factors were significant predictors of women's depression, 
anxiety, and satisfaction with the relationship. Specifically, women experiencing hlgher 
levels of success, power, and competition from their romantic male partners reported 
being more depressed, anx ious, and less satisfied in the relationship. Additionally, 
women who experienced higher levels of restrictive emotionality from their romantic 
male partners also reported less satisfaction in the relationship. 
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Acknowledging that an important aspect of the theory behind gender role conflict 
is the predicted effect of gender role conflict on others, Breiding's (2004) study looked at 
male gender role conflict and the consequences for others. Specifically, Breiding 
examined the effect of husbands' gender role conflict on wives' marital adjustment and 
depressive symptoms. The study found that the degree to which husbands experience 
gender role conflict appears to have a negative impact on marriages, both for husbands 
and wives. Breiding further noted that husbands evidenced greater levels of hostility 
when the marital interactions were focused on potential changes in behavior being made 
by the husbands, more so than when the interactions were focused on potential changes 
in behavior being made by the wives. He further suggested that this fmding has 
implications for marital therapy, as spousal change is often a focus of the therapy. 
In summary, while the masculine role model has been shown in some studies to 
have positive effects including psychological well-being, assertiveness, self-esteem, and 
psychological health, significant other research has linked that role model to increased 
risk taking and self-destructive behavior, increased stress, lack of concern for health, 
emotional inexpressiveness, and the perceived need to accumulate money, power, and sex 
partners. Male gender role conflict has been found to be associated with lower self-
esteem, higher anxiety, higher depression, lower social intimacy, more sexual aggression, 
greater somatic complaints, and the violation of gender roles. While creating negative 
consequences for both men and women, gender role conflict has more severe 
consequences for men than women, often leading to psychological and interpersonal 
problems. Within Euro-Western cultures, masculine is valued over the feminine. While 
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studies have shown that gender differences in the self-reported subjective experience of 
emotion were slight, with men often showing more physiological signs of emotion than 
women, emotional expressivity follows stereotypes about gender and emotion, that is, 
women are more emotionally expressive than are men. 
Women 's Role Conflict 
While the literature focusing on male gender role socialization emphasizes the 
conflict that socialization creates for men in conforming to stereotypical masculine roles, 
the literature focusing on women's roles examines the multiple roles women play and the 
resulting strain from those multiple roles. The literature on women 's role conflict will be 
described below, including the components of women's role conflict; the effects of 
women's role conflict, and the impact of elder care on women' s role conflict. 
Description and components ofwomen 's role conflict. 
Perrone and Worthington (200 1) noted that, in recent years, dual-career marriages 
have become increasingly prevalent and that families with two working spouses are the 
most common family pattern in the United States. Barnett and Hyde (2001) stated that the 
speed of change in the roles of women and men in the United States has accelerated. 
Employed women constituted 42% of the United States workforce in September 2005 
(Bureau of Labor Statistics, 2005) with women now being able to expect spending at 
least 30 years in the paid labor force (Bond, Galinsky, & Swanberg, 1998). While there 
remains a gap between the amount of time employed men and women spend in child 
care, employed women are spending less time in child care and household tasks than they 
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did 30 years ago, while employed men are spending more time. Experts predict that this 
gap will continue to narrow and close (Bond, et al.; Halpern, 2005). 
Perrone and Worthington (200 I) indicated that social role theory suggests that 
individuals meet their personal and relational need through enacting roles with role 
partners and that roles become a problem when they fail to satisfy needs or when they 
present too many conflicting and competing demands, causing role strain. Settles, Sellers, 
and Damas (2002) indicated that individuals tend to compartmentalize or mix positive 
and negative self-knowledge and that mixing will vary from individual to individual. 
Thus it is possible for one woman to see her roles as mother and wife as separate roles, 
and sometime conflicting, while another woman may see those same roles as being part 
of her larger fami ly role. Perrone and Worthington also suggested that the degree to 
which an individual experiences role conflict is a function of the degree to which those 
roles are considered by the individual to be central and important to that individual 's 
sense of self. The more important a role identity is considered to be, the more likely it is 
that the role will have a psychological effect, with the amount of distress caused by role 
interference varying as a function of the role or roles. As a result, if an individual is faced 
with role interference from two roles that individual feels to be distinct, the individual 
will likely resolve the interference by reducing his or her involvement in the less 
important role. If both roles are important, the individual may attempt to negotiate the 
competing roles, leading to distress. Perrone and Worthington's study found that role 
interference and well -being are negatively related and that those individuals who were 
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able to separate their roles reported higher levels of well-being than those who were 
unable to separate their multiple roles. 
ln their study, Larson, Richards, and Perry-Jenkins (1994), looked at the 
emotional states experienced by mothers and fathers during daily activities in domestic 
and public spheres. The authors noted research indicates that emotions are often more 
positive when an individual perceives an activity to be voluntary and that with traditional 
gender role assignments, a major difference between wives' and husbands ' work in the 
spheres of home and occupation is likely to be the perceived voluntariness of the work. 
Accordingly, women could be expected to view their work done within the home sphere 
as more obligatory and men to view their work within the home as more voluntary. Along 
those same lines, the father is viewed in the traditional role as the primary provider 
(Perry-Jenkins & Crouter, I 990) even in families in which both parents are employed. In 
those situations, it would be expected that women would see their work done in their 
occupation as being more voluntary and more positive while men would see their work as 
more obligatory and more negative. Perry-Jenkins and Crouter' s research supported these 
hypotheses in finding that fathers reported more positive average experience in the home 
sphere, while mothers reported more positive average experience away from home, 
irrespective of the mother' s employment. Men's experience at their jobs was found to be 
related to their perceived role as the family provider and as a result, an experience of 
more limited personal freedom. Because of their assumption of this provider role, many 
men saw their time at home as discretionary, did less family work than women, and 
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experienced greater choice over their activities, leading to reporting being happier in the 
home sphere. 
Correspondingly, the Larson et al. (1994) study noted that the reverse was 
reported by women. The experience of women at home draws largely on the negative and 
repetitive nature of the traditional role women have played in taking primary 
responsibility for domestic work. Thls feeling was exacerbated by the mothers ' feelings 
of having much less choice during housework and child-related activities than do men. 
Additionally, the authors noted that the family sphere may be a less positive experience 
for women because household responsibilities spill across all time at home and women 
are Jess able to establish a boundary between work and leisure, and as a result, exercise 
Jess freedom and discretion over their time at home. For fathers, home is a place of 
leisure; for mothers, several authors have questioned whether leisure is an adequate or 
even misleading term to describe their participation in recreational activities at home 
(Hunter & Whitson, 1991 ). Larson et al. did not find the experience of choice to be a 
major factor in women' s experience of their jobs; rather, their experience tied to feelings 
of not being hurried at work, in contrast to feeling time pressures at home, and tied to the 
social interaction at work which helps offset any isolation felt in the home. 
Morris and Coley (2004) suggested that welfare reform, a strong economy, and 
expanded work supports brought a large number of low-income mothers into the labor 
force in the late 1990' s. As a result, these women may experience significant role strain 
while possessing limited financial and social resources to cope with that strain. Their 
study focused primarily on African American and Latina women, many of whom worked 
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part-time or less with over one-third of the sample enrolled in school. Their findings 
showed low to moderate levels of role strain overall with increased levels of role strain 
for those mothers having a larger number of children, children with impulsive or difficult 
temperaments, children with disabilities, and in those situations in which child care was 
lacking. 
Effects of women 's role conflict. 
McBride (1990) noted that research from the 1980's reflected the two domains of 
work and famjly being in conilict, creating role strain for many women. Women 
experienced significantly more change than men in the transition to parenthood and the 
subsequent stress especially impacts working-class women, particularly those with 
difficult infants. That transition is even more stressful if the child is born with continuing 
health problems. Mothers felt responsible for the continuing success and happiness of 
their children and were often blamed when anything went wrong in their children 's lives. 
Women who were employed outside the home must also deal with the stresses associated 
with their occupational role often while maintaining responsibility for the bulk of 
household responsibilities. The stress of multiple roles was eased if the woman's spouse 
approved of and supported her choices. McBride additionally summarized research in 
noting that for women, mental health may be impacted more by marital life than by job 
life and that work seems to buffer marital stress, while parenthood increases occupational 
stress. 
Multiple s tudies, according to Barnett and Hyde (2001), have shown that both 
women and men engaged in multiple roles report lower levels of stress-related mental 
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and physical health problems and higher levels of subjective well-being than do their 
counterparts who engage in fewer roles. The lower distress of women in multiple roles 
bas been attributed primarily to the effects of the employee role and further, employed 
women, whether married or parents, reported greater well-being than unemployed 
women. 
A study by Helms-Erickson, Tanner, Crouter, and McHale (2000) examined the 
links between mothers work qualities and their individual well-being and marital quality. 
The authors looked to Peplau's (1983) conceptualization of roles which stressed the 
importance of meaning attached to specific roles and defined a role as a consistent pattern 
of behavior, cognition, and affect which make up individual behavior. This behavior 
develops in the context of a relationship with one or more other people and is influenced 
not only by expectation of the individuals, but also by cultural norms and partner's shared 
relationship goals. Thus, while both women and men in dual-earner families earn wages 
and provide financial resources for the family, paid work often holds different meanings 
for wives and husbands. While current data from the Bureau of Labor Statistics (2005) 
showed that 42% of women were employed, Helms-Erickson et al. reported that most 
married women worked outside the home, most wives did not assume the provider role, 
nor did most husbands relinquish the psychological responsibility to provide. Research by 
Hood (1986) and Potuchek ( 1992, 1997) acknowledged the distinction between paid 
employment and the breadwinning role and developed typologies of the provider role 
based on women's attitudes toward bread winning. Hood and Potuchek's typology 
identified three provider-role groups: first, coproviders who saw themselves sharing the 
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breadwinning responsibility equally with partners; second, main-secondary provider 
wives who saw themselves as earners of supplemental income, but still saw their 
husbands as the primary providers; and, third, ambivalent coproviders who saw their 
economic role in contradictory terms of their contributions being central and necessary to 
support the family, yet who still saw their breadwinning responsibility as limited and 
secondary to their partner. Helms-Erickson et al.'s (2000) study suggested that when 
coprovider wives earned more income, were more emotionally invested in work, and had 
more prestigious jobs, they were less depressed and reported Jess marital conflict. Work 
qualities and status indicators were unlikely to be related to the mothers' well-being and 
their perception of the quality of their marriage when they viewed their work as less 
central to their family role, whether or not they were employed full-time. 
Impact of elder care on women 's role conflict. 
Additional multiple role strain for women may come in the form of elder care. 
There has been significant demographic change with the dramatic increase in life 
expectancy in the United States. Life expectancy in the United States increased from 49 
to 75 years between 1900 and the early 1980's with the fastest growing segment of the 
population in any developed country being people over 85 years (Rosenwaike, 1985). 
Life expectancy had grown in 2001 to over 77 years (National Center for Health 
Statistics, 2005). As increases in life expectancy have occurred, the number of family 
caregivers bas reduced as a result of increased mobility and nontraditional family 
structures accompanying decreases in family size. These factors have placed a greater 
responsibility for elder care on adults currently in full-time employment (Scharlach, 
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Lowe, & Schneider, 1991 ) . Barling, MacEwen, Kelloway, and Higginbottom (1994) 
noted that the experience of interrole conflict from elder-care is expected to be at least as 
stressful as child-care responsibilities and may be more stressful because elder-care 
responsibilities may not be anticipated and may become more burdensome over time. The 
authors' study found that higher levels of interrole conflict are associated with personal 
strain, including cognitive difficulties. Barling et al. also suggested that their findings 
show that different aspects of elder-care involvement, interrole conflicts, personal 
functioning, and marital interactions are all highly inter-correlated. 
Daughters and daughters-in-law who also take on major responsibilities for parent 
care are often referred to as women in the middle (Brody 1981 , 1990). Stephens, Franks, 
and Townsend's (1994) research focused on women simultaneously occupying the roles 
of caregiver, mother, and wife. These authors noted one approach used to explain the 
stressful impact of caregiving on women in the middle is the competing-demands 
hypothesis, which assumes that the roles these women occupy in addition to that of 
caregiver compete for their time and energy and that the responsibilities for these 
multiple roles make these women especially vulnerable to stress. This approach assumes 
that there are limited personal resources available which get stretched between competing 
roles. Another approach, the expansion hypothesis, looks at the energy gains, rather than 
the energy expended, by individuals with multiple roles. This approach predicts energy 
expansion and positive consequences of multiple roles as a result of the enhancement of 
personal resources such as mastery, self-esteem, identity, and social and material gains. 
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While the competing-demands and expansion hypotheses make different 
predictions about the effects of women's multiple roles, both focus only on role 
occupancy or the number of roles filled without considering the quality of those role 
experiences. Stephens et al. ( 1994) suggested that quality of role experiences refers to the 
relative amounts of benefits and costs experienced within a given role. The authors' 
research on women in the role of caregiver, mother, and wife suggested these women 
would experience stress, but would also experience many rewards. The authors also 
suggested that the accumulation of stress and rewards across roles may be a result of the 
experiences within different roles being somewhat independent of each other. When these 
experiences are primarily negative, well-being is negatively impacted; when the 
experiences are more positive or rewarding, well-being is enhanced. A second 
interpretation offered by the authors is that experiences across roles are interdependent, 
with experiences in one role spilling over to impact experiences in another role. Role 
spillover in general will be discussed later in the literature review. 
A similar study by Stephens and Townsend (1997) looked at women who are 
primary caregivers to an ill or disabled parent or parent-in-law and who simultaneously 
occupied three other roles as mother, wife, and employee. Their results suggested that the 
women's psychological well-being was not only related to the stress of providing care to 
an impaired parent or parent-in-law, but also to the negative and positive experiences in 
their other family roles and in their employment. The impact of the women's other 
experiences supported both the competing-demand and the expansion hypotheses. 
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In summary, the multiple roles women play and the resulting strain experienced 
from those roles have been the focus of the literature on women's roles. While employed 
women are spending less time in household responsibilities and employed men are 
spending more time, a gap still remains with women still taking on more of the household 
responsibilities than do men even when they are both employed full-time outside the 
home. Epstein (2005) reported that in dual-income families men are doing 45% of the 
chores while a study by Gershuny, Bittman, and Brice (2005) found that in dual-income 
families wives did 66% of the domestic labor and men did 34%. While several studies 
reflected that both men and women reported lower levels of stress-related mental and 
physical health problem and higher levels of well-being when engaged in multiple roles, 
women often reported more of an obligation, as a result of both their own and their 
partner's gender role expectations, to take on responsibility for household tasks. As the 
population of the United States continues to age, additional role conflict may be 
generated for women charged with caring for elderly relatives of their own and their 
partner. The competing-demands and expansion hypotheses predict different outcomes 
based on women's multiple roles. A search of the literature for role conflict in lesbian, 
gay, bi-sexual, and transgendered populations as a result of increasing elder care demands 
found no research in this area. 
Work-Family Conflict 
For a majority of adults in the United States, the amount of time devoted to each 
individual's occupation, job, career, or profession accounts for a significant, if not 
primary, part of that individual's non-sleep hours. When the emotional commitment and 
60 
resulting stresses or rewards are factored into the equation, one's occupation would seem 
to be a major factor in the individual's psychological health and the nature and health of 
significant interpersonal relationships. Yet individuals' lives often become conceptually 
compartmentalized into work life and the non-work realm. Winslow (2005) found that 
work-family conflict had increased in the period from 1977 to 1997, particularly for men. 
This section will review selected materials dealing with models of work-family 
conflict and include study findings regarding the impact of work-family conflict on the 
individual, the marital/partnership dyad, and the family. While the literature reviewed in 
this section may appear to overlap with areas previously covered, such as role conflict, 
the information in this section will be specific to the work-family interface within each 
area. Several theories focusing on the work-family conflict have been used by researchers 
in examining the work-family interface, including spillover and crossover, emotional 
contagion, attachment theory, identity theory, role conflict, scarcity and expansion 
hypotheses, ecological theories, and integrated theories. Each theory is discussed in the 
following sections. 
Spillover and Crossover in the Work-family Interface 
Several early theories, segmentation, compensation, and accommodation, will be 
discussed first. Lambert (I 990) stated that segmentation theory was the earliest view of 
the relationship between work and home and suggested that work and home are separate 
spheres of life and, thus, independent of each other. Lambert noted that segmentation 
theory has been applied most frequently to workers in blue-collar occupations that are 
often uninvolving and unsatisfying. She also indicated that other research suggests that if 
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segmentation occurs, it does not occur naturally, but rather is the result of an active 
attempt by workers to separate work and family life in order to deal with work-related 
stresses. 
Compensation theory is a contrasting approach in which home and work do affect 
one another and individuals may attempt to compensate for insufficient satisfaction in 
one area by trying to find more satisfaction in the other area. Again, the theory of 
compensation has mainly been used to explain reactions to uninvolving and unsatisfying 
jobs and can also be used to explain why some workers become more involved in their 
work when experiencing family problems. This theory suggests that workers actively 
seek greater satisfaction from their work or family life as a result of being dissatisfied 
with the other. The inverse of compensation, accommodation, occurs when an individual 
responds to an involving work or family situation by limiting involvement in the other 
domain. An imbalance between work and family occurs with both compensation and 
accommodation, but for different reasons. In this section, spillover theory will be 
discussed first, followed by crossover theory. 
Spillover 
The literature on spillover will be further examined from two perspectives. The 
description and components of spillover will be followed by a discussion of the effects of 
spillover on individuals, partners and family. 
Description and components of spillover. 
Spillover, Lambert (1990) noted, is the most popular of the theories and purports 
that work and home do affect each other with the emotions, attitudes, and behaviors 
62 
established in one area carrying over to the other. Matthews, Conger, and Wickrama 
(1996) stated that this spillover effect can be both positive and negative. Positive 
spillover can be illustrated with the example of a worker utilizing decision-making skil1s 
learned on the job in the family domain. An example of negative spillover would be a 
worker coming home so fatigued from work that aU he or she is able to do is rest and 
watch television. Lambert further suggested that the effects of spillover can be both 
indirect and direct, with work affecting family life indirectly through impacting a 
worker's behavior, emotions, and attitudes, which are then carried into the family. Family 
life can be affected directly when job demands directly interfere with a worker's ability to 
maintain involvement and satisfaction in his or her family life, such as required work 
over-time hours. Lambert indicated that it would logically follow that family life would 
indirectly and directly impact job involvement and satisfaction. 
The bulk of the research on the issues regarding the influence work and family 
bave upon each other has been in the direction of work influencing home life or personal 
life. Adams and J ex ( 1999); Belsky, Perry-Jenkins, and Crouter (1985); Do by and 
Caplan (1995); Higgins, Duxbury, and Irving (1992); Hughes and Galinsky (1994); 
Karambayya and Reilly (1992); Leiter and Durup (1996); Matthews, Conger, and 
Wickrama (1996); and Staines (1980) have all conducted research which strongly 
demonstrated the effects of work upon the family, especially the effects of work stress. 
Higgins, Duxbury, and Irving (1992) conducted a study of220 career-oriented 
individuals with children and a career-oriented spouse, and found that work conflict was 
a strong predictor of family conflict. These authors posited that people have less control 
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over their work lives than their family lives, which allows work to be the dominant 
constraint over an individual. Thomas and Ganster (1995) found that employee control 
and mental health may be a key factor that can impact work-family conflict and strain. 
Research by Orthner and Pittman (1986) and by Crouter (1984) found support for 
the reverse effect; that is, the effects of home on work. This research focused upon the 
positive effects of family support on the work environment for individuals, although the 
authors did state there appeared to be reciprocity between work and family roles. Fortner, 
Croter, and McHale (2004) looked at how family relationships influenced work 
involvement, using a study of 191 families in a longitudinal study. Their results showed 
that mothers with adolescent sons increased emotional job involvement in response to 
less accepting relationships with their sons, while fathers with adolescent daughters 
increased both emotional job involvement and work hours in response to less accepting 
relationships with their daughters. The authors noted that these results were congruent 
with a compensati.on rather than spillover process between work and family domains. 
Also, the gendered nature of fami ly relationships was shown. Accepting relationships in 
other-sex, but not same-sex, parent-adolescent dyads were associated with changing work 
involvement. Fortner et al. suggested that it may be that other-sex parent-adolescent 
relationships were less scripted than same-sex relationships, giving parents more choice 
about how to react to experiences with other-sex children. Also, father's, but not 
mother's, work hours were responsive to parent-adolescent relationship quality. The 
authors suggested that differences in mother and father roles may account for this as 
mothers may feel they have fewer choices and more constraints about how to divide their 
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time between work and family roles. Traditional conceptions of gender roles, both the 
mother's and the father's, may shape the mother's conceptions of how they may divide 
their time. 
Using data from a 12-year panel survey of married individuals, Rogers and May 
(2003) investigated the process of spillover between marital quality, both satisfaction and 
discord, and job satisfaction. The authors found that marital quality and job satisfaction 
were related over the long term and that marital quality influenced job satisfaction more 
than job satisfaction influenced marital quality. The authors indicated they found 
evidence of positive spillover, with increases in marital satisfaction contributing 
significantly to job satisfaction over time. Additionally, they fatmd evidence for negative 
spillover, with increases in marital discord significantly relating to declines in job 
satisfaction over time. No differences were found in these results for married women and 
married men, which these authors suggested is consistent with the idea of convergence in 
the lives of women and men. 
In support of the spillover theory, Hughes and Galinsky (1994) looked at the 
relationships between the quality of marital interactions and a range ofjob characteristics. 
Their study of 523 married, full-time, white collar workers at a major United States 
company found that job characteristics significantly predicted the quality of marital 
interactions. The authors found that the content and process of workers ' jobs may have 
more impact on marital relationships than do structural components, such as extended 
working hours and schedule flexibility. "While extended time may steal family time, 
psychologically demanding jobs, such as those with little autonomy or challenge, high 
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pressure for output, and low support, may leave workers too emotionally or physically 
drained to fulful marital role expectations" (p. 434). 
Kelloway and Barling's 1994 study lent additional support to the theory of 
spillover. Married couples making up a total of 224 participants completed measures of 
work stress, depressive symptoms, and marital functioning. Results showed links 
between work stress and marital functioning and further showed these links to be indirect 
and mediated by individual well-being. Doby and Caplan's (1995) study focusing on 
those job stressors that threaten an employee's reputation with his or her supervisor, 
found that anxiety symptoms resulting from those stressors were likely to generate home-
experienced anxiety. Early research by Staines (1980) also found more evidence of 
spi llover than compensation. Roberts and Levenson's (2001) study looked at the impact 
of job stress and exhaustion on marital interaction in couples in which the man was a 
police officer and found that residual job stress had negative consequences for both 
partners. During interactions on days of greater stress, both spouses reported more 
physiological arousal, husbands reported less positive and more negative emotion while 
wives reported less emotion, both positive and negative. On days of greater exhaustion, 
husbands were more physiologically aroused. The authors suggested that the effects of 
job stress were more costly and more widespread than those of physical exhaustion. 
The nature of interpersonal relationships at work has been linked to family 
relationships. This additional support for spillover came from Repetti (1987, 1994) and 
Repetti and Wood (1997). Repetti conducted research and found fathers were less 
responsive, less involved, and showed less positive emotional expression with their 
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children on days in which they reported poorer social atmosphere and more problematic 
interactions with coworkers. Repetti and Wood found withdrawal of mothers from their 
preschool-age children following days in which the mothers reported interpersonal stress 
at work. Costigan, Cox, and Cauce's 2003 study found that mothers who reported a more 
negative interpersonal atmosphere at work showed decreases in positive parenting and 
increases in negative parenting over time. Crouter, Bumpus, Maguire, and McHale 
(1999) also noted prior research that they suggested provided compelling evidence for bi-
directional spillover, that is, work strains and negative workplace interactions impacting 
an individual ' s subsequent interactions at home, as well as the quality of the individual's 
family interactions impacting interactions in the work domain. 
Frone, Russell, and Cooper (1992) also noted the bidirectional conceptualization 
of work-family conflict, yet indicated prior research showed that work interference with 
family was reported almost three times more frequently than experience of family 
interfering with work in both men and women. The authors' study, which used household 
interviews of 63 I randomly selected participants, suggested that there was a positive 
reciprocal relationship between work-to-family conflict and family-to-work conflict. 
Their research also suggested, contrary to their report of prior research, that family-
related factors appeared more likely to influence the quality of work life than work 
factors impacting family life. Crouter et al . (1999) reported that significant prior research 
suggested strongly that bidirectional spillover of work and family interactions occurs. A 
study by MacEwen and Barling (1994) found support for their model in that both work-
to-family conilict and family-to-work conflict indirectly produced negative marital 
67 
behavior through personal strain and that different types of personal strain predicted 
different marital behaviors. Amdety predicted withdrawal from marital interaction, and 
depression predicted angry marital interaction. Both men and women reacted to 
interference with work by the family through withdrawing from the family and reacted to 
interference with the family by work through withdrawing from work. Grzywacz and 
Marks' (2000b) study of 1,986 participants suggested that negative spillover from work 
to family, positive spillover from work to family, negative spillover from family to work, 
and positive spillover from family to work were four distinct dimensions of the work-
family interface. The research conducted by Gutek, Searle, and Klepa (1991) found that 
respondents scored higher on work influencing family than on family influencing work, 
and that the two domains of work and family operated more independently than other 
research had shown. 
Roehling, Jarvis, and Swope's (2005) study examined how gender differences in 
negative work-fami ly spillover varied by African American, Caucasian, and Hispanic 
ethnicity and by parental status. The authors suggested that their research showed that 
Hispanics, as the most traditional culture they studied, had the greatest difference 
between men and women on negative work-to-family spillover and negative family-to-
work spillover, with women experiencing higher levels of spillover than men. Employees 
with children in the home reported higher levels of negative work-to-family spillover 
than those without children. Their study showed that Caucasians and African Americans 
had similar levels of gender differences on both negative work-to-family and negative 
family-to-work spilJover, with Caucasian women displaying higher levels than men when 
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children were in the home. When no children were in the home Caucasian women and 
' 
men had similar levels of spillover. The authors stated that their sample size did not have 
a sufficient number of African American participants to statistically determine whether 
gender differences existed. 
Roehling, Jarvis, and Swope (2005) suggested that different cultures have 
differing expectations for the roles of men and women. Cultures that subscribe to more 
traditional gender-role attitudes expect men to be the primary breadwinner and women to 
be the primary caregivers. Cultures with more egalitarian gender-role attitudes expect 
men and women to invest more equally in caregiving and economic roles. The authors 
indicated that, especially among the more traditional cultures, the expectation that 
women even if employed, should be responsible for the home, would place women at 
risk for role overload and higher levels of work-family spillover. Hispanic men and 
women are newer to the United States and to the American workforce than are African 
Americans or Caucasians, and as a result, have had less time to become acculturated to 
the dual-earner society. 
Using Frone, Russell, and Cooper' s (1992) model of the bidirectional spillover of 
work-family conflict, which was based on employees in the United States, Aryee, Fields, 
and Luk (1999) looked at the cross-cultural generalizability of that model among married 
Hong Kong employees. The study's findings indicated that many of the relationships 
among work and family constructs were similar across the two cultures, but that the 
nature and effects of the cross-over between family and work domains on overall 
employee well-being may differ. Specifically, life satisfaction of Hong Kong employees 
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was influenced primarily by work-to-family conflict, while that of American employees 
was influenced primarily by family-to-work conflict. 
A second cross-cultural study of the work-family interface based on Frone, 
Russell, and Cooper's (1992) model was conducted by Hill, Yang, Hawkins, and Ferris 
(2004). The authors indicated that they selected Frone et al. 's model because the 
bidirectional nature of work-family conflict was critical, as was the positive impact that 
work-family conflict and family-work conflict have on one another. Utilizing the survey 
of IBM employees in 48 countries with 25,380 participants, the authors divided the 48 
countries in the survey into four culturally-related groups. The first group consisted of 11 
countries in the Far East, with collectivist cultures. As the remaining 37 countries were 
thought to have individualistic cultures, but were not homogeneous in terms of economic 
development and government involvement in work-family, they were divided into three 
groups. The West-Developing group included 17 countries with individualistic cultures 
having a per-capita GDP less than $US 15,000 per year; the West-Affluent group 
included 18 countries with individualistic cultures having a per-capita GDP greater than 
$US I 5, 000 per year; and the final group was West-US and was comprised of just the 
United States as a result of its uniqueness in being an affluent, individualistic country 
with limited government work and family policy. Hill et al . indicated that the findings of 
this study supported that the same work-family interface model fits the data in all four 
groups of countries. This finding, they suggested, provided initial support for the 
possibility of a transportable cross-cultural, rather than a culturally specific view, ofthe 
work-family interface. Additionally, the authors suggested that across the cultural groups, 
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it was much more likely that work was thought of as detrimental to family than was 
family thought of as detrimental to work. Women were found generally to experience 
more family-to-work conflict than men, and conflict was a more significant feature of 
women's work lives than it was for men. However, the authors concluded that this model 
of work-family interface suggested more similarity than difference between women and 
men. 
Rather than treating spillover, compensation, and segmentation as mutually 
exclusive processes, Sumer and Knight's (2001) research showed that the processes were 
overlapping, rather than competing. They further suggested that experiences of spillover, 
compensation, and segmentation may differ across individuals, as well as across time for 
a single individual. Rather than look to a specific model, the authors suggested that 
individual differences may predict patterns of work-family satisfaction as well as noting 
that other researchers have suggested that more attention needs to be paid to the 
possibility that individual dispositions contribute to both life and job satisfaction. 
Effects of spillover on individuals, partners and family. 
Using a sample of337 couples, Matthews, Conger, and Wickrama (1996) looked 
at the impact of job stress on the individual and his/her spouse. The results suggested that 
conflict from both the husband's and wife's job was related positively to each partner's 
psychological distress. The authors noted prior studies indicated that workers may 
experience negative emotions such as guilt, anxiety, or depression when work pressures 
prevent the worker from fulfilling family role-related responsibilities. Additionally, 
work-generated negative moods may spillover into the home. Matthews et al. 's study 
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supported these prior findings by showing that husbands and wives who reported higher 
levels of work-family conflict were more inclined to be psychologically distressed. The 
results also suggested that conflict from a spouse's job had as much influence on an 
individual ' s distress levels as did conflict from one's own job. The authors also noted that 
their study results suggested that psychological distress influenced the perception of 
marital quality and stability both directly and indirectly, by increasing hostility and 
withdrawal, as well as decreasing warmth and supportiveness in marital interaction. 
These findings not only support the spillover impact of work pressures on the family, but 
also crossover effects on other family members. 
The study conducted by Judge, Boudreau, and Bretz, Jr. (1994) of 1,309 male 
executives found interrelationships among job satisfaction and life satisfaction, job stress, 
and work-family conflict. The authors suggested that work-to-family conflict and family-
to-work conflict were central factors in forming male executives ' attitudes as well as 
suggesting that both work-to-family conflict and family-to-work conflict significantly 
increased job stress. Judge et al. indicated their belief that work-to-family conflict leads 
to job stress because jobs that interfere with family life are likely to produce stress. The 
study did not find that family-to-work conflict impacted job satisfaction; however, the 
results indicated that work-to-family conflict significantly impacted life satisfaction. 
Kossek and Ozeki 's (1998) study found that regardless ofthe type of measure 
used whether bi-directional work-to-family, or family-to-work, a consistent negative , ) 
relationship existed among all forms of work-family conflict and job-life satisfaction. 
These authors found that the relationship was slightly weaker for family-to-work conflict 
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and found a slightly stronger relationship between job-life satisfaction and work-family 
conflict for women than men. 
In a study of over 400 married couples, Conger, Rueter, and Elder ( 1999) looked 
at the impact of economic pressure and marital relations. The findings suggested that 
economic pressures increase the risk for emotional distress, which, in turn, increases risk 
for marital conflict and subsequent marital distress. On a more positive note, high marital 
support reduced the connection between economic pressure and emotional distress. 
Effective couple problem-solving reduced the negative influence of marital conflict on 
marital distress. 
A study by Frone (2000) obtained data from a national sample of 2, 700 employed 
adults who were either married or the parent of a child 18 years old or younger and found 
that both work-to-family conflict and family-to-work conflict were related to clinically 
significant diagnoses of mood, anxiety, and substance dependence disorders. In response 
to specific questions, participants self-reported on the frequency of work-to-family and 
family-to-work conflict using a 4-point, frequency-based scale ranging from often (I) to 
never (4). The results showed individuals who experienced work-to-family conflict often 
were 3.13 times more likely to have a mood disorder, 2.46 times more likely to have an 
anxiety disorder, and 1.99 times more likely to have a substance dependence disorder 
than were individuals with no work-to-family conflict. Individuals who experience 
family-to-work conflict often were 29.66 times more likely to have a mood disorder, 9.49 
times more likely to have an anxiety disorder, and 11.36 times more likely to have a 
substance dependence disorder than were individuals with no family-to-work conflict. 
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The results showed that family-to-work conflict was more strongly related to the 
psychiatric disorders than was work-to-family conflict. 
Frone (2000) suggested that individuals may attribute responsibility for work-to-
famjJy conflict externally to the demands and problems imposed by their work 
organizations, thus individuals may hold their employers responsible for the occurrence 
of work-to family conflict. On the other hand, individuals may attribute responsibility 
intemaJly for family-to-work conflict. Family demands that spill over into the workplace 
may be viewed by individuals as resulting from their own inability to effectively manage 
their family lives. The results ofFrone's study did not reflect gender as moderating the 
relation between work-family conflict and psychiatric disorders suggesting that work-
family conflict is equally damaging to the health of both male and female employees. 
A study of 1,346 employees from the Norwegian food and beverage industry 
conducted by Hammer, Saksvik, Nytro, Torvatn, and Bayazit (2004) produced results at 
odds with Frone's (2000) study. Specifically, Hammer et al. found work-to-family 
conflict was significantly related to health symptoms, while family-to-work conflict was 
not related to health symptoms. Health symptoms were defined by the authors as frequent 
somatic and psychological complaints experienced in the 30 days prior to the study. 
Schulz, Cowan, Pape Cowan, and Brennan (2004) looked at the effects of gender, 
marital satisfaction, and spillover of work experiences into couple interactions in their 
study of 42 couples. Noting that prior research had shown that gender differences may be 
exacerbated under conditions of stress or when inilividuals are experiencing negative 
emotions the authors stated that other research had shown that husbands were more 
' 
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likely to withdraw emotionally and behaviorally from marital interaction. Conversely, 
wives were more likely to be verbally confronting, critical, and conflict-engaging under 
similar circumstances, as a result of men's greater discomfort with experiencing negative 
emotion and the accompanying physiological arousal. This dynamic, the authors 
suggested, can lead to husbands withdrawing and wives pursuing. The authors noted 
other research that suggested women are believed to be motivated to a stronger degree 
than men by the goal of affiliating with others during times of stress and also noted other 
research that suggested women were more likely than men to focus on their negative 
affective states and to talk about their distress, while men were more likely to attempt to 
suppress or ignore their emotional arousal. 
Schulz et al. ' s (2004) study results suggested that more negatively arousing 
workdays were linked with angrier marital behavior for women and less angry and more 
withdrawn behavior for men. They also found that wives, ' but not husbands, ' level of 
marital satisfaction was associated with an increased tendency to withdraw from their 
partners following higher workload days, in that women reporting less marital 
satisfaction withdrew less. The authors suggested that partners in satisfying relationships 
may provide support and encouragement that facilitates their spouses' withdrawal at 
home following demanding workdays. Their research results also found that in addition 
to withdrawing, men decreased their angry, critical behaviors toward their wives after 
ending their workday with more negative affect, while wives increased their angry, 
critical behavior toward their husbands following more negatively arousing or busier 
workdays. After busier workdays, this angry, critical behavior for wives occurred along 
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with increased withdrawal. The authors also found that these gender differences were 
amplified for participants with greater marital satisfaction. Women in more satisfying 
marriages were more likely than dissatisfied women to increase their angry behavior 
toward their husbands after busier workdays. Men in more satisfying marriages were less 
likely than men in dissatisfying marriages to be angrier and more critical toward their 
wives after negatively arousing workdays. 
Melzer's (2002) study found that men in physically violent occupations, female-
dominated occupations, professional specialties, and dangerous occupations were more 
likely to use violence against female partners. Spi llover of occupational violence to the 
family may occur as a result of men learning that violence is a legitimate and effective 
control technique at work. Melzer suggested that following compensation theory, workers 
may also compensate for a lack of fulfillment in one area by attempting to increase their 
satisfaction in another area. Thus, blocked attempts to affirm masculinity at work may 
also lead some men to act more aggressively and assert their dominance at home through 
intimate violence. Some men in female-dominated occupations may feel threatened and 
compensate for their lack of work-based masculine authority by lashing out violently 
against intimate partners at home. 
As further support for spillover, Gattis, Berns, Simpson, and Christensen's (2004) 
study found that higher negative affectivity or general anxiety, lower agreeableness, 
lower conscientiousness, and less positive expressivity were tied to marital satisfaction. 
Using the five-factor model of personality dimensions (neuroticism, extraversion, 
openness to experience, agreeableness, and conscientiousness, plus positive expressivity), 
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Gatis et al. examined the relationship between those personality dimensions and marital 
satisfaction. While Gattis eta!. ' s study looked at personality traits, the effects of work 
stress can be manifested in the family through negative affect, lower agreeableness or 
more conflict, lower conscientiousness or less help with family responsibilities, and less 
positive expressivity or withdrawal. Flora and Segrin (2000) noted research that showed 
withdrawal and the presence of on-going negativity were strong indicators of marital 
dissatisfaction, with both withdrawal and negativity being influenced by the work domain 
and carried over to the family. 
Parasuraman, Greenhaus, and Granrose (1992) studied 11 9 men and 119 women 
who were partners in a two-career relationship and found results that were contrary to the 
bulk of research . The authors stated there was " ... no evidence of the direct intrusiveness 
of work role stressors into the family domain or family role stressors into the work 
domain" (p. 350). These authors suggested that individuals tend to compartmentalize 
different spheres of their lives as a coping mechanism to minimize strain from multiple 
roles. 
In summary, spillover, the most researched of the constructs on work-family 
conflict indicates that events occurring in either the work or family domain will spillover 
and affect the other domain. While most of the evidence of spi Hover has been from the 
work-to-family perspective, family-to-work spillover has also been found to exist. 
Research has shown that the effects of spillover include marital dissatisfaction and 
discord, anxiety, depression, negatively impacted relationships with children, stress, 
substance abuse, and domestic violence. While the bulk of the research has been from 
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work-to-family, several studies have found family-to-work spillover effects. Two cross-
cultural studies found similar results of spillover. The majority of research found 
spillover relationships, but it should be noted that there were a minority of studies which 
did not find such associations, such as Parasuraman, Greenhaus, and Granrose (1992). 
Crossover, a second theory of work-home conflict and a theory that is related to spillover, 
is discussed in the following section. 
Crossover 
In addition to the spillover effect, Westman and Etzion (1995) added crossover to 
the spillover effect described above. These authors defmed crossover as the dynamic 
existing when " ... stress experienced in the workplace by an individual leads to stress 
being experienced by the individual's spouse at home" (p.l70). The authors suggested 
that crossover may be caused by several different mechanisms: first, demands 
experienced by one spouse cross over to affect demand of the other spouse; second, the 
demands experienced by one spouse cross over and affect the other spouse's mood; third, 
the mood of the individual creates demands for the other spouse; and fourth, the mood of 
one spouse crosses over to the other spouse and affects his/her mood, which will be 
discussed more fully in the section on emotional contagion. 
From a family systems perspective, the experiences of parents at work and as 
parents at home are interdependent. As a result, one individual cannot be fully understood 
outside the context of other individuals in the family. Individuals with stressful jobs who 
consequently withdraw from parenting may overburden their partners with parenting 
responsibilities, causing a disproportionate share of family responsibilities and less 
78 
sensitive and responsive parenting by these partners. On the other hand, individuals who 
are fulfilled at work may motivate more sensitive and responsive parenting in their 
partners by modeling positive parenting strategies or by impacting the overall emotional 
tone of family interactions. Costigan, Cox, and Cauce (2003) found support for crossover 
in mothers' interpersonal work experiences predicting changes in fathers' observed 
parenting. Their study also found that fathers' work experiences were largely unrelated to 
fathers' or mothers' parenting. 
Crouter et al. (1999) suggested that research indicates that crossover effects may 
operate differently for husbands and wives. This research suggested that wives may 
buffer husbands who are experiencing high levels of work-related stress, but that the 
reverse does not occur. This may be attributed to wives being more sensitive to their 
spouses' stressful work experiences than husbands are to their wives' stressful work 
experiences. Other research found that wives ' perceptions of their husbands ' work stress 
were more accurate when husbands did experience greater work stress. By contrast, 
husbands' perceptions of wives' work stress were not linked to wives' actual stress 
levels. 
Rook, Dooley, and Catalono's (1991) study of 1,383 married women living in a 
metropolitan·area looked at the effects of husbands' job stressors on the emotional health 
of their wives and found there was a significant positive relationship. WbiJe this elevated 
distress for wives was not linked to increased vulnerability to other stressors or to 
parenting and work demands, the authors did find that women in deteriorating marriages 
reported fewer symptoms in response to their husbands' stressors. Raudenbush, Brennan, 
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and Barnett 's (1995) study of psychological change within married couples found that a 
person's changing psychological profile depends, in part, on the influence of that 
person's partner. Gareis, Barnett, and Brennan (2003) also found both individual and 
spouse crossover effects when they looked at the effects of work schedule fit. 
To summarize, crossover is the dynamic of work stress experienced by an 
individual leading to stress being experienced by that individual's partner at home. 
Several studies found that husbands and wives may experience crossover differently, 
perhaps due to wives being more sensitive to their husband's stressful work experiences. 
Emotional Contagion in the Work-family Interface 
Closely akin to crossover, or perhaps a component of the crossover process, 
emotional contagion is defined as " ... the tendency to automatically mintic and 
synchronize facial expressions, vocalizations, postures, and movements with those of 
another person and, consequently, to converge emotionally" (Hatfield, Caciappo, & 
Rapson, 1994, p.5). While not the focus of this study, emotional contagion theory 
explicates the process by which emotion is transferred in the family and in other domains 
in which the individual operates. If crossover is seen as a macro process in which 
emotion is transferred in the work-family interface, emotional contagion could be seen as 
the micro process by which the transfer occurs and adds to understanding of the work-
family transference of emotion. 
Hatfield, Caciappo, and Rapson (1994) conceptualized emotional contagion as a 
multiply-determined family of psychophysiological, behavioral, and social phenomena. 
Emotional contagion is thought to be multiply determined because it can be produced by 
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innate stimulus features, such as a mother's nurturing expressions and actions toward an 
infant, acquired stimulus features, and/or mental stimulations or emotional imagery. As a 
result of the ability to create responses that are either similar, such as a smile eliciting a 
smile, or complementary, such as an aggressive move causing someone to recoil in fear, 
which the authors described as countercontagion, emotional contagion represents a 
family of phenomena. It is a multilevel phenomenon in that a stimulus from one person 
may be perceived and interpreted by one or more other individuals and generate 
corresponding or complementary emotions. 
In a prior article, Hatfield, Caciappo, and Rapson (1993) suggested that people, 
in conversation, automatically and continuously mimic and synchronize their movement 
with the facial expressions, voices, postures, movements, and behaviors of others. 
Additionally, subjective emotional experience is affected, moment to moment, by the 
activation of and feedback from facial, vocal, postural, and movement mimicry. As a 
result of these two mechanisms in the emotional contagion process, people tend, from 
moment to moment, to catch other people's emotions. Gurnp and Kulik's (1997) study 
found evidence of behavioral mimicry in terms of facial expressions, emotional 
contagion, and self-reported anxiety, which added additional support for the concept of 
emotional contagion. 
Joiner (1994) looked at contagious depression in 96 pairs of college roommates 
over a three-week period to assess whether contagion existed, if it was specific to 
depression, or whether it applied to other symptoms, such as anxiety and negative affect. 
Joiner's results showed that roommates of depressed students became more depressed 
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themselves over the course of the three-week study. In this study, the contagion was 
specific to depressed symptoms and did not include anxiety or negative affect. Bookwala 
and Schulz's (1996) study found that one spouse's assessments of well-being and 
depression predicted the other spouse's well-being. These authors suggested that 
emotional contagion, as well as mate selection and common environmental influences, 
contributed to the linkage between spouses. 
A study by Doherty, Orimoto, Singelis, Hatfield, and Hebb (1995) looked at the 
extent to which gender and occupation affected participants self-reports of emotional 
contagion. The authors suggested that traditional gender roles taught men and women to 
be differentially sensitive to the emotional states of others, with women socialized to be 
nurturant, emotionally expressive, and emotionally responsive, while men are socialized 
to try to deal logically, coolly, and instrumentally with the demands of the outside world. 
Doherty et al. also suggested that individuals tend to choose occupations that suit their 
temperaments and personalities and once they are in their career, their environments and 
activities usually shape them further. The results ofthe study suggested that women were 
generally more susceptible to emotional contagion, both positive and negative, than were 
men. Also, people in various occupations did report differing in sensitivity to contagion, 
along a traditional gender role model. 
Working from a different perspective, Totterdell, Kellett, Teuchmann, and Briner 
(1998) investigated whether individuals' moods are influenced by the collective mood of 
their work teammates over time and found significant associations. Their results also 
found that individuals who were older, more committed to their team, perceived a better 
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team climate, or experienced fewer difficulties with teammates were more influenced by 
team mood. They also found that individuals were able to make reliable judgments of the 
mood of their team and that their collective judgments predicted the actual mood of 
individuals. 
Also looking at the transference of emotion within a group setting, Barsade 
(2002) noted prior research that showed not only do group emotions exist, but these 
emotions can influence work outcomes. In his study, Barsade hypothesized finding that in 
addition to emotional contagion in a group, negative emotions would be more likely to 
lead to emotional contagion than would pleasant emotions. Also, that the same pleasant 
or unpleasant emotion expressed with high energy would lead to more emotional 
contagion than if expressed with low energy. His results showed that emotional contagion 
did occur in groups and as much as emotional contagion changes individuals ' moods and 
serves as affective information, individuals" ... are walking mood inductors, 
continuously influencing the moods and then the judgments and behaviors of others" (p. 
667). This study found no support for the hypothesized differences in the degree of 
contagion as a function of the emotional valence and the energy level with which that 
valence was displayed; that is, contagion of positive mood was as powerful as contagion 
of negative mood, and energy had either mixed or no effects on contagion. Thus, an 
individual can be influenced by the mood of individuals at work, with that resulting mood 
then possibly transmitted into the family environment. 
Larson and Almeida (1999) suggested that the family is a link for daily 
interchanges, among household members and between those members and people in 
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external settings, such as places of work, schools, and other institutions. Family members 
participate in semi-regular patterns of interaction with each other and with people and 
systems outside the family. In these interchanges, family members are affected by and 
affect others, sometimes in repeated ways. The authors focused on the daily patterns in 
which emotions are transmitted between family members and across settings. Larson and 
Almeida noted that "Emotional transmission occurs when events or emotions in one 
family member's immediate daily experience show a consistent predictive relationship to 
subsequent emotions or behaviors in another family member" (p. 6). The authors noted 
prior research which shows that paths of the flow of emotions in families are not equal or 
circular; rather, they are often one-directional and nonreciprocal. In married couples, 
daily emotions appear to flow from husbands to wives more often than from wives to 
husbands. Other research has suggested that emotions most often flow from parents to 
children, and Larson and Almeida suggested that these results demonstrate a means by 
which parents, especially fathers, exert influence on other family members. 
A study by Larson and Gillman ( 1999) looked at the emotional transmission in 
one-parent, mother-headed families and found that there was a unidirectional 
transmission of negative emotions from single mothers to adolescents, that the 
transmission did not differ significantly by the gender of the adolescent, and that 
emotional transmission was not evident for positive emotions. Further, the negative 
emotions transmitted by mothers to adolescents most often originated in the home, not in 
the mothers' jobs. While mothers did carry negative emotions home from their jobs, these 
were not or only rarely transmitted to their adolescent children. 
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Thompson and Bolger ( 1999) looked at emotional transmission in couples in 
which one member was preparing to face a major stressful event taking the Bar 
Examination. As the partner preparing for the test indicated depression, the other 
partner's feelings were less positive and more negative about the relationship; however, 
as the stressful event approached, this association declined to a negligible level 
suggesting that the partners increasingly made allowances for the examinees negative 
affect. Seemingly, the partners preserved their ability to be supportive when the 
examinees needed the support the most. 
Neumann and Strack's (2000) study found that listening to another person's 
emotional expression is sufficient to automatically evoke a congruent mood in the 
listener. Howe, Levy, and Caplan's (2004) study of the linkage between stressors and 
depressive symptoms in couples after job loss found support for the fmding that 
emotional reactions in the two members of the couples were not mutually independent, 
but rather mutually reinforcing. Perry-Jenkins, Repetti, and Crouter (2000) indicated that 
prior research suggested that studies have been able to trace " ... increases in certain 
stressful experiences at work to changes in individual psychological and physiological 
states, to sociaJ behaviors and interactions at home, to the feelings and well-being of 
other family members, all within several days" (p. 989). 
In summary, while emotional contagion is a fairly recent area of research, studies 
have found that individuals do tend to mimic and synchronize facile expressions, 
vocalizations, postures, and movements with those of other people, and, as a result, 
"catch" other peoples ' emotions. This emotional contagion phenomenon, which appears 
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to be equally balanced between the transference of positive and negative emotions, has 
been found to provide additional detail of the actual process by which emotions are 
transferred in the work-family interface. 
Allachment Theory in the Work-Family Interface 
Sumer and Knight (200 1) suggested that, for several reasons, attachment theory 
provides an approach that allows looking at the individual-difference variable of work-
family conflict. First, attachment theory offers a theoretical foundation for studying 
people's orientation to relationships. Second, the authors indicated that empirical 
evidence suggests that a person's dominant attachment style is relatively stable over time 
and provides a distinctive viewpoint for understanding individual differences in 
interpersonal experiences, including how people react to their work environment. Third, 
attachment theory suggests that individuals with different attachment styles will also 
differ in terms of maintaining boundaries between themselves and others as well as 
between work and family. Fourth, the authors stated that attachment theory provides a 
platform for studying the question of work and non-work relationships from a 
developmentaVperso nal i ty perspective. 
Bartholomew (1990) suggested a four-category model of adult attachment and 
later studies have found empirical support for that model (Bartholomew & Horowitz, 
1991; Griffin & Bartholomew, 1994). The four categories can be derived by combining 
two levels of self-image (positive and negative) with two levels of other-image (positive 
and negative). A positive self-image is conceptualized as an internalized sense of self-
worth, love, and support, all of which are independent of external validation. A positive 
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other-image involves seeing others as trustworthy and available, as opposed to rejecting 
or unreliable. With this model, the secure attachment pattern is characterized by positive 
images of both self and others, reflecting a positive sense of worthiness, or lovability, and 
an expectation that other people are available, accepting, and supportive. The second 
pattern, preoccupied, is depicted as having a negative image of self and a positive image 
of others, indicating a sense of unworthiness combined with a positive view of others. 
The third pattern, fearfuJ , reflects a negative image of both self and others, and is seen as 
having a sense of unworthiness combined with an expectation that others are 
untrustworthy and rejecting. Dismjssing, the fourth pattern, is typified by a positive 
image of self and a negative image of others and indicates a sense of self-love combined 
with and an expectation that others will be negatively disposed or untrustworthy and 
rejecting. 
Hazan and Shaver's (1990) study found linkages between attachment styles and 
individuals' orientation or attitudes towards work and suggested that attachment style 
may play a critical role in bow people balance different domains of life, specifically work 
and family issues. Sumer and Knight's (2001) study of 481 employees of a Midwestern 
university in the United States utilized Bartholomew's (1990) four-category model of 
adult attachment to look at how adults experience the relationship between work and 
family in different ways, based on their attachment styles. The results of their study 
suggested, first, that individuals with a preoccupied attachment pattern were more likely 
to experience negative spillover from the family or home to the work domain than were 
those with a secure or dismissing attachment style. Second, securely attached individuals 
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experienced positive spillover in both work and family domains more than those in the 
other groups. Third, preoccupied individuals were less likely to use a segmentation 
strategy or separation of work and family domains than were the other three attachment 
groups. 
To summarize, several authors suggested that attachment theory allows an 
individual-difference approach to the study of work-family conflict. Linkages between 
attachment styles, how individuals balance work and family issues and spillover patterns 
were found. Identity theory is the next theory examined as a model in the transference of 
emotion between work and family . 
Identity Theory in the Work-family Interface 
Several researchers have looked at work-family conflict from an identity theory 
perspective. For example, Burke (1991) addressed the relationship between stress and 
identity and suggested that stress can result from disruption of an individual's identity 
process. The author noted that stress can be addressed as a function of interruption and 
went on to indicate that the basic premise of interruption theory is that autonomic activity 
results whenever some organized action or thought process is interrupted. The autonomic 
activity triggered by the interruption serves as a signaling system that demands attention 
that then can result in the adaptive response of increasing attention to crucial events or 
drawing attention away from other needed areas. 
Burke (1991) stated that according to identity theory, the identity process is a 
control system and an " ... identity is a set of meanings applied to the self in a social role 
or a situation defining what it means to be who one is (Burke & Tully, 1977). This set of 
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meanings serves as a standard or reference for who one is" (p. 837). When an identity is 
activated, Burke suggested that a feedback loop is established and that loop has four 
components: first, a standard or setting, which consists of the set of self-meanings~ 
second, an input from the environment or social situation, including an individual's 
reflected appraisals~ third, a process that compares the input with the standard; and 
fourth, an output to the environment so that meaningful behavior is a result of the 
comparison. The system works by modifying output (behavior) to the social situation in 
attempts to change the input (reflected appraisals) to match the internal standard. The 
goal of this identity control system is to match the environmental inputs to internal 
standards to maintain homeostasis or constancy of identity. 
Linking interruption theory with the identity process, Burke ( 1991) noted that 
when an identity is activated, identity processes operate continuously through time to 
maintain congruence between the identity standard and reflected self-appraisal and that 
the output of the identity system, or meaningful behavior, is linked to its input, or 
perceived self-meanings, primarily through the social environment. As the identity 
proce-Ss is a" ... continuously operating, self-adjusting, feedback loop: individuals 
continually adjust behavior to keep their reflected appraisals congruent with their identity 
standards or references" (p.840). As the difference between an individual's reflected 
appraisals and identity standard is created and grows beyond the minimal discrepancies 
that are handled automatically or ignored, the individual's attention is directed to the 
discrepancy as the identity process is brought under conscious control. If the difference 
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increases, distress increases, providing both an alarm system and motivation to remedy 
the problem difference. 
Burke ( 1991) suggested four general conditions that could lead to feelings of 
distress. First, the identity process can be interrupted if the loop of the identity control 
process is broken by external events interrupting the normal, continuous, automatic 
adjustment process. If an individual's behavior in a situation bas little or no effect on that 
situation so that the behavior may not influence the way others behave toward the 
individual, label, or treat that individual, this lack of effect on the situation could be 
associated with the loss of identity, or the loss of a sense of self. Second, there may be 
interference from other identities so that maintaining one identity may decrease the 
congruence with the other identity or identities. Time constraints preventing the 
individual from being in two places at the same time, over-commitment to a particular 
identity, and having contradictory identities, are examples of this interruption in the 
identity process and are similar to role conflict. Third, if an individual has a tightly 
controlled identity, a higher frequency and greater levels of distress will result compared 
to someone with a more loosely controlled identity. Fourth, individuals who have a 
tightly controlled identity must monitor and adjust their identity process frequently, and 
because conscious attention is limited, this frequent adjustment can interrupt other 
processes or be interrupted by other processes. A person with strong gender identity 
might closely control his or her gender-relevant reflected appraisals. Burke indicated that 
if changes in behavior do not result in greater matching between self-perceptions and 
identities, feelings of distress result, and the individual 's identity or standard of 
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comparison may change. Thus, if an individual experiences threats to one or more of his 
or her identities through demands placed upon those identities, the interruptions that 
occur can create distress that can impact that individual's identities and functioning in 
other settings. 
Frone, Russell, and Barnes' (1996) research on work-family conflict, gender, and 
health-related outcomes suggested a positive and significant relationship between both 
types of work-family conflict, that is, work-to-family and family-to-work conflict, and 
depression, poor physical health, and heavy alcohol use. The authors suggested that their 
findings are consistent with identity theory in that work-family conflict may represent an 
obstacle to the formation and maintenance of self-identities related to two important 
domains in most individual 's lives. The results of this study did not find gender 
differences in the magnitude of relationships between work-family conflict and health. 
A second study by Frone (2000) looked at the relations between work-family conflict and 
several types of psychiatric disorders, including mood, anxiety, substance dependence 
and substance abuse. Frane noted that work-to-family conflict represents an obstacle to 
an individual successfully meeting family-related demands and responsibilities thus 
undennining an individual's ability to construct and maintain a positive family-related 
self-image. Additionally, family-to-work conflict represents an obstacle to successfully 
meeting work-related demands and responsibilities, thus undermining an individual's 
ability to maintain a positive work-related self-image. 
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In summary, identity theory provides an additional way of conceptualizing the 
work-family interface. Identity pressures, similar to role conflict, can produce distress for 
the individual. 
Role Conflict in the Work-family Interface 
The literature on role conflict will be further examined from two perspectives. 
Description and components of role conflict from a work-family perspective will be 
presented first, followed by a review of the effects of role conflict on individuals, partners 
and family. 
Description and components of role conflict. 
Baltes and Heydens-Gahir (2003) noted that two important aspects of adult life 
are career and family and that " ... participation in both these areas often causes stress for 
the individuals because role expectations in these areas are frequently incompatible'' 
(p.l005). Kelly and Voydanoff (1985) described the work-family role strain that occurs, 
often among employed parents, and suggested that this role strain can take two forms: 
overload and interference. Overload results from the occurrence of a greater number of 
required activities than can be bandied adequately or comfortably; interference occurs 
when an individual must do two things or more things at the same time. The authors 
indicated that this role strain can be reduced and, in some cases, prevented when 
resources exist that allow individuals to cope with the demands of performing muJtiple 
roles. Demands are situations in which individuals and families must respond or adapt, 
such as life strains and life events accompanying work and family roles. The authors 
suggested that these life strains and life events could include younger children and the 
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serious illness of a family member. Resources include social, psychological, and human 
capital resources. The authors suggested that buman capital resources could include the 
level of education and tenure on the job. Thus, the level of role strain that exists at any 
moment in time will be a function of the combined demands and the resources associated 
with multiple roles. 
Gutek, Searle, and K.lepa (1991) approached work-family conflict from two 
frameworks: from what the authors termed the rational view and from a gender role 
perspective. The authors suggested that in the rational view, the amount of conflict an 
individual perceives increases in proportion to the number of hours that individual 
expends in both the work and the family domains. Simply, the more hours an individual 
spends on the roles associated with the work and family domains, the more conflict the 
individual will perceive, thus more hours expended equals more perceived conflict. The 
authors suggested that even though men and women reported tbat they value their family 
more than their work, traditional gender roles prescribe different emphases for men and 
women. Gutek et al . suggested that gender affects perceived work-family conflict directly 
or as a moderator of the relationship between hours and perceived conflict. Specifically, 
additional hours of work in an individual 's own gender role domain, such as more 
housework hours for a woman or more paid-work hours for a man, may be felt as less of 
an imposition than additional hours of work in the domain traditionally associated with 
the other gender. The research conducted by the authors found some support for both the 
rational view and the gender perspective with women reporting more work-influencing-
family than did men. Duxbury and Higgins (1994) found that mothers experienced more 
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difficulty balancing work and family demands than did fathers, regardless of whether the 
women were in a career or earner position. 
Similar to Gattis et al.'s (2004) study of work-family conflict and personality 
traits, which supported the spillover hypothesis, Wayne, Musisca, and Fleeson's (2002) 
study examined the relationship between each of the Big Five personality traits and 
conflict and facilitation between work and family. The authors defined work-family 
facilitation as" .. . occurring when, by virtue of participation in one role (e.g., work), 
one's performance or functioning in the other role (e.g., family) is enhanced" (p. 110) and 
suggested that facilitation might occur when involvement in one role leads to privileges, 
resources, security from role failure, and personality enrichment. Other occurrences in 
which facilitation might happen include when the activities and performance in one role 
energize an individual for the other role, when social support received or skills acquired 
in one role are useful in the other, and when experiences in one role foster greater 
confidence and better moods in the other role. Wayne et al. used the personality traits of 
Extraversion, Agreeableness, Conscientiousness, Neuroticism, and Openness to 
Experience explicated by McCrae and John (1992). Synthesizing other sources, Wayne et 
al. suggested extraversion describes someone who is active, assertive, energetic, 
enthusiastic, outgoing, and talkative. Agreeableness is described by cooperation, 
likeability, forgivingness, kindness, sympathy, and trust. Conscientiousness includes 
achievement orientation, dependability, thoroughness, and hardwork:ingness. Neuroticism 
generally refers to anxiety, insecurity, defensiveness, tension, and worry while Openness 
to Experience is characterized by intelligence, unconventionality, imagination, curiosity, 
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creativity, and originality. ln their study, Wayne et al. found that work-family conflict 
was not only a function of work and family circumstances but also reflected individuals' 
contributions. Specifically, extraversion was related to greater facilitation between roles, 
but was not related to conflict, while neuroticism was related to greater conflict but only 
weakly related to facilitation. Conscientiousness was related to less conflict. 
Additionally, the authors indicated that their study findings suggested that conflict and 
facilitation are orthogonal rather than opposite constructs; that facilitation is not just the 
lack of conflict; and that both conflict and facilitation can be experienced at the same 
time. 
Demerouti , Bakker, and Bulters (2004) brought a new perspective to the work-
family interface by adding Hobfill ' s (1989, 2001) loss spiral hypothesis. Hobfill 's loss 
spiral hypothesis is a general loss model and is not limited to the work-family interface. 
In his conservation of resources theory, Hobfoll suggested that individuals strive to 
obtain things they value, which he called resources and included objects, conditions, 
personal characteristics, and energies. People work to protect themselves from resource 
loss, which makes loss more significant than gain. He further suggested that resources are 
related to each other in a web-like nature and, as a result, resource loss and gain will 
occur in spirals. Loss spirals follow initial losses, with each loss resulting in depletion of 
resources for confronting the next threat or loss. Additionally, the loss of resources 
prevents the switching of the situation into gain cycles. 
Demerouti et al. (2004) suggested that from the perspective of work-home 
interference, the loss spiral would move from work pressure evoking work-home 
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interference, followed by feelings of exhaustion. Those feelings of fatigue would then 
give rise to more work pressure and work-home interference. Demerouti et al. 's study of 
831 employees of an employment agency in the Netherlands found support for the loss 
spiral hypothesis in a work situation. The authors' findings suggested that work pressure, 
work-home interference, and exhaustion are not always linear and actually predict each 
other, so that none of the constructs can be considered as only a cause or only a 
consequence. Both work-home interference and exhaustion are causes and consequences 
in a process in which experiences that are negative for individual employees trigger other 
negative experiences over time. Based on role expansion theory (Marks, 1 977) which 
suggested that fulfillment of multiple roles can create human energy, Demerouti et aJ. 
suggested that participation in multiple roles is the way out of the negative spirals as 
multiple roles can create human energy and a shift to positive experiences. From these 
findings Demerouti et al. also suggested that models proposing the causal chain of work 
pressure to work-home interference to exhaustion are not adequate and that more 
elaborate models incorporating reciprocal relationships between work characteristics, 
work-home interference, and individuals' well-being are more appropriate. 
Similarly, Voydanoff (2004) looked at the effec~s of work demands and resources 
on work-to-family conflict and facilitation. The results of her study indicated that time-
based and strain-based work demands show relatively strong positive relationships to 
work-to-family conflict, while enabling resources and psychological rewards show 
relatively strong positive relationships to work-to-family facilitation. The availability of 
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time-based family support policies and work-family organizational support was 
negatively related to conflict and positively related to facilitation. 
Role balance has been defined by Marks, Huston, Johnson, and MacDermid 
(2001) as" . . . a cognitive-affective orientation or internal working model .. . " (pp.1 083-
1084) with positive role balance reflecting an individual's tendency to become fully 
engaged in the performance of every role in that individual's total role system and to 
approach every typical role and role partner with an attitude of attentiveness and care. 
Marks and MacDermid (1996) suggested that negative role balance is the tendency to 
become fully disengaged in the performance of every role and becomes the practice of 
apathy and cynicism. Role balance, according to these authors, is a general orientation 
across roles, that is, an inter-role predisposition, not a role-specific orientation, and taps 
both understandings and feelings about the place of any particular activity or self in the 
self-esteem system as a whole. This knowledge and attendant feelings may become 
explicitly articulated at times of personal stocktaking or during episodes of difficult 
planning or scheduling, but it may also remain implicit, linking self to activities as if by 
habit. Marks and MacDermid also defined role ease as " ... felt ease in carrying out one's 
role performances" (p. 421 ). Results from their study suggested that the more evenly 
people distribute their centrality across roles, such as role balance, the higher their self-
esteem. 
Marks, Huston, Johnson, and MacDermid's (2001) study of80 Caucasian couples 
found gender differences in feelings of overall balance across roles. Both husbands and 
wives reported greater role balance when their level of parental attachment to children 
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was higher and when their marital satisfaction was greater. Their use of time, however, 
reflected gender differences. Wives reported greater role balance when they had more 
paid work hours, but with fewer of those work hours on weekends. Wives also reported 
more role balance when they felt less financial strain and had less leisure time alone with 
their children, more leisure time alone with their husbands, and more social network 
involvement. The authors noted that husbands contributed to wives' role balance when 
the husbands reported more relationship maintenance in the marriage and more leisure 
with their children at those times when wives were not present. The study results also 
suggested that husbands' role balance increases as their income rises, but it decreases as 
their work hours rise. Husband's role balance increased with more nuclear family leisure, 
yet decreased as their leisure time alone increased. 
Milkie and Peltola (1999) looked at gender differences in feelings of work-family 
balance. The results of their study suggested that women and men report similar levels of 
success with work-family trade-offs and similar kinds of work-family trade-offs, 
although the authors reported some gender differences. For men, work-family imbalance 
was found to be related to longer work hours, wives who work fewer hours, perceived 
unfairness in sharing housework, marital unhappiness, and trade-offs made at work for 
family and at home for work. For women, only marital unhappiness and sacrifices at 
home were found to create work-family imbalance. Additionally, for women employed 
full-time, young children were found to be imbalancing. Broman (1991) looked at 
gender, work-family roles, and the psychological well-being of African Americans in a 
study of2, I 07 African Americans living in the continental United States. The author 
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suggested that sex-specific social roles play an important part in satisfaction with family 
life and that married, employed women generally had the lowest levels of satisfaction 
with family life. Conversely, married, employed men had among the highest levels of 
satisfaction with family life. Performance of in-home tasks, such as cooking, cleaning, or 
laundry with minimal help lowered satisfaction with family life for men who were 
employed. The fmdings also showed that unemployed African American women have 
among the highest levels of satisfaction with their family life if they are parents and/or 
married. 
Behson (2002) reviewed prior research on managing work-family roles, indicating 
that family concerns intrude on the workplace and workplace concerns on the home, 
resulting in working parents often having to juggle their work and family roles by 
attending simultaneously to both work and family demands. This leads to parents 
attending to work demands at home and attending to family demands at work, reflecting 
permeability between work and family domains. Behson's study of 141 participants 
found that informal work accommodations to family resulted in reduced work-family 
conflict and stress. 
Also defining work-family conflict as the friction perceived from the role 
pressures from the work and family domains, Cinamon and Rich (2002b) noted that 
work-family conflict has been associated with a number of negative outcomes, including 
burnout, decreased family and occupational well-being, and job and life dissatisfaction. 
These authors noted that other research has suggested the more important a role is to an 
individual, the more time and energy he or she will invest in the role, allowing less time 
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and energy for other roles. Cinamon and Rich also suggested that the meanings and 
implications of important attributions to one role are contingent upon the importance that 
person attributes to the other role. Someone attributing high importance to the work role 
and low importance to the family role is not likely to experience the same work-family 
conflict as an individual who attributes high importance to both roles. They stated that it 
is important to simultaneously examine the relative importance of both work and family 
roles, rather than examining either one separately. 
Cinamon and Rich (2002b) noted that some of the work-family research has 
shown that the relationship between work and family is bidirectional in that work can 
interfere with family and family can interfere with work. Their research sorted 213 
married computer workers and lawyers, 126 men and 87 women, into groups according 
to the importance a participant attributed to either their work role, family role, or both, 
thus forming four groups of participants: (a) those participants who attributed high levels 
of importance to both the work role and the family role, (b) those participants who 
attributed low importance to both roles, (c) those participants who attributed high 
importance to the work role and low importance to the family role, and (d) those 
participants who attributed low importance to the work role and high importance to the 
fami ly role. The results of their study suggested that incompatible pressures from the 
work and family domains have different influences on individuals based on the 
importance those individuals attribute to life roles. The authors found that the family 
domain was more penneable to interference from the work domain for people who had 
attributed more importance to their work role than for people who had attributed more 
100 
importance to their family role. Additionally, Cinamon and Rich found meaningful 
differences between work-to-family and family-to-work conflicts, with work-to-family 
conflicts being higher than family-to-work conflicts for all of their research groups. 
Cinamon and Rich (2002b) concluded that these results indicated that the family 
domain is more susceptible to interference from work than is the work domain from the 
family. They also suggested that the work-to-family and family-to-work conflicts are not 
paraJiel and that, as a result of the differences in the meanings of importance attributed to 
the work and family domains, there are differences in the implications of those meanings 
for behavior. As an example, high importance attributed to work will often lead to a 
higher investment of work hours; attribution of high importance to family will not 
necessarily lead to more hours devoted to family as it could also lead to greater emphasis 
on the breadwinner role and increased work hours to provide financially for the family. 
The authors noted gender differences in another study (Cinamon & Rich, 2002a) that 
showed men equally distributed between the attribution profiles of work and family, 
women were overrepresented in the profile reflecting attribution of high importance to 
the family and in the profile reflecting attribution of high importance to both work and 
family. 
Adams, King, and King's (1996) study of 163 workers who were living with at 
least one fami ly member found that the level of involvement, or degree of importance, 
that the worker assigns to work and family roles is associated with relationships between 
work and family, which can have an important effect on work and life satisfaction. Their 
study results showed that high levels of job involvement were associated with high levels 
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of job satisfaction and were also associated with high levels of work-to-family conflict. 
Higher levels of fami ly involvement, or commitment to the family role, were associated 
with higher levels of emotional support from family members, which had a positive 
relationship with life satisfaction. The authors noted that the relationships between work 
and family were characterized by both conflict and support. Higher levels of work 
interfering with family predicted lower levels of both emotional and active support from 
the family , while higher levels of emotional and active support from family predicted 
lower levels of family interfering with work. 
Hyde, DeLamater, and Hewitt's (1998) study of more than 500 couples looked at 
whether a couple's sexual relationship suffers if the wife is employed, particularly if she 
is employed full-time. The results of their study found no significant difference between 
homemakers and women employed part-time or full-time on measures of frequency of 
intercourse, sexual satisfaction, and decreased sexual desire. The study did show that 
work-role quality was a better predictor of sexual outcomes than hours of employment, 
that sexual satisfaction was greatest when both husband and wife had rewarding jobs, and 
that sexual satisfaction was lowest when the husband had an unrewarding job and the 
wife had a rewarding job. 
Schwartzberg and Dytell ( 1996) suggested that the relative importance to men of 
work and family may be changing as men may be becoming more aware of and sensitive 
to their families and women may be becoming more sensitive to the stresses and 
satisfactions of work. As men and women are becoming more vested in both family and 
work, their experiences in both of these domains may be more critical to their mental 
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health. The authors also suggested that as the priorities and responsibilities of working 
mothers and fathers grow more alike, the stressors that influence their well-being may 
become more similar. In addition to the stress generated for both men and women in their 
work and family roles, holding multiple roles may create interference of one role with the 
other role. Schwartzberg and DyteJl 's study results indicated that there was consistency in 
the perception of work and family stress shown by mothers and fathers in dual-earner 
families and consistency in their psychological well-being. The authors suggested that 
these findings added support to other research that had found as role constellation held by 
men and women become more similar, their level of psychological well-being also 
becomes more similar. 
Schwartzberg and Dytell (1996) indicated that self-esteem was more affected by 
work stress and depression more affected by family stress. The authors suggested that 
both working mothers and fathers derive a feeling of pride from their accomplishment at 
work rather than at home, while their emotional state of happiness or depression derives 
from the relationships they have within the family. Thus, the separate domains of family 
and work may not differ in their importance for working mothers and fathers but may 
differ in their importance for self-esteem and depression. Specific role stressors were 
found to be different for mothers and fathers with dual-earner fathers being sensitive to 
lack of spousal support and lack of emotional support from children. In contrast, dual-
earner mothers were sensitive to a lack of task sharing. Working fathers seemed more 
attuned to their emotional relationship with their spouses, while working mothers seem 
more attuned to the amount of concrete assistance around the house, which the authors 
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referred to as the " ... don 't tell me I'm terrific, tell me you'll do the laundry .. . "effect (p. 
220). 
Effects of role conflict on individuals, partners and family. 
Perrone and Worthington (2001) used social role theory in their research 
examining the factors influencing marital quality of individuals within dual-career 
marriages. The authors stated that social role theory would propose that individuals meet 
personal and relational needs through enacting roles with role partners and additionally 
stated that roles become problematic when they fail to satisfy needs or when they present 
too many competing demands and cause role strain. Work-family role is presented as a 
form of inter- role conflict in which the role pressures from job and family domains are 
mutually incompatible in some respects or in which participation in one role is made 
more difficult by participation in the other role. The results of their study suggested that 
high combined income and social support contributed directly to dual-career lifestyles 
satisfaction but only indirectly to marital quality. The authors suggested that greater 
wealth can bring prestige, more choice of activities such as travel , and opportunities to 
help others through philanthropic activities. Work-family role strain was related 
positively to coping, so that the more role strain was perceived, the more coping 
behaviors the couple would exhibit. 
In Crouter et al. ' s 1999 study of 190 dual-earner families having two adolescent 
children, they found that high levels of work pressure may increase employed parents' 
feelings of role overload which then may cause them to be more apt to engage in conflict 
with their adolescent children. The authors' study also suggested that husbands' work 
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pressure predicted their own role overload and that of their wives· however wives' work , , 
pressure was linked only to the wives' own overload, but not to that of their husbands. 
The authors suggested that result supports prior research findings that wives are more 
aware of their husbands ' work stress than husbands are of their wives' stress. Crouter et 
al. suggested several reasons why women may be more impacted by their spouse's work-
related stress than husbands may be impacted by their wives work-related stress. First, as 
a result of gender role socialization, many men are seen as the provider, even in dual-
earner families in which the wives are employed full-time. This provider status may give 
the man 's work circumstances more importance and visibility. Second, the authors 
suggested that males' autonomic nervous system response to stress is larger; men respond 
more quickly and recover more slowly than women. This may result in men being more 
likely to carry work stress home, where it can be recognized and acknowledged by their 
wives. Third, wives may be better at compartmentalizing workplace pressure as a result 
of being so busy at home with the requirements of the family that they cannot afford to 
stay focused on the pressures of the workday. 
Crouter, Bumpus, Head, and McHale's (2001) study examined the effects of 
men's long work hours and role overload on the quality of their relationships with their 
wives and their firstborn and second born adolescent offspring. For couples in which 
husbands spent more than 60 hours a week in work-related activities, and consequently 
less time in shared activities with their wives, the results showed these couples did not 
rate their relationships less positively than did couples in which the husband worked less 
hours. While husbands long work hours seemed to be of little consequence to their 
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partners' subjective evaluations of the marital relationships, the study results did show 
consistent associations between husbands' role overload and partner reports of marital 
dissatisfaction. Crouter et al. saw long work hours and role overload as being separate 
constructs. When husbands experienced higher overload, their partners reported feeling 
less loving, saw themselves as less able to take the spouse's perspective, saw the spouse 
as less able to take their perspective, and reported more conflict. For father-adolescent 
relationships, with both older and younger adolescent offspring, the combination of 
overwork and overload predicted negative relationship quality. Fathers were seen as Jess 
accepting and the adolescents were less able to take the father's perspective. 
Rochlen and Mahalik (2004) noted prior research as having found that men 
exhibiting higher levels of gender role conflict appeared to have more conflictual and less 
satisfying relationships and marriages. Married men with difficulty expressing their 
emotions and with conflict between their work and family relations reported lower levels 
of relationship satisfaction. Rochlen and Mahalik's study of 175 women found that 
women experiencing higher levels of success, power, and competition from their 
romantic male partners reported being more depressed and anxious as well as less 
satisfied in the relationship than did women who reported experiencing lower levels of 
success, power, and competition from their romantic male partners. Additionally, women 
experiencing higher levels of restrictive emotionality from their romantic male partners 
reported less satisfaction in the relationship. High levels of focus on success, power, and 
competition were often seen in men adopting a traditional provider role model, with 
resulting emphasis on work and reduced emphasis on family relationships. 
106 
A study by Voydanoff and Donnelly (1999a) looked at the relationships between 
psychological distress and the roles of paid worker, spouse, and parent and additionally 
looked at the intersection of those roles with the role of adult-child that is an adult also 
' ' 
providing care for his/her or hjs/her partner's parents, in relation to distress. The results 
suggested that the number of hours spent helping or caring for parents was positively 
related to psychological distress for mothers, but not for fathers. Role satisfaction was 
negatively related to psychological distress, job satisfaction and marital happiness were 
found to buffer the negative experience of mothers) wrule marital disagreements 
exacerbated the negative experience of mothers. No moderating effects were found for 
the satisfaction and strain accompanying the role of parent. The authors suggested that 
the findings supported a role enhancement approach, that is, that rewards from one role 
can counterbalance demands of other roles. 
A second study by Voydanoff and Donnelly (1999b) investigated the perceived 
inequity or unfairness of paid work, household chores, and chiJd care to self and spouse 
and its relation to psychological distress and marital quality. Using a gender role 
approach to muJtiple roles, this study found that perceived unfairness to self is positively 
related to psychological distress for mothers and negatively related to marital quality for 
both mothers and fathers. The authors also stated that mothers' perceived inequity or 
unfairness of household chores exacerbated relationships between the hours the mothers 
spent in household chores, and psychological distress and marital disagreements. This 
finding was especially true for mothers who were remarried or who held an egalitarian 
gender ideology. 
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Barnett and Hyde (200 1) suggested that much of the information underlying the 
assumptions of the classical theories of gender and multiple roles has changed so 
radically as to make those theories obsolete and proposed an expansionist theory of 
gender, work, and family. The authors stated that their theory includes four empirically 
derived and empirically testable basic principles that are better matched to today's 
realities. First, the authors indicated that multiple roles are, in general, beneficial for both 
men and women with these benefits appearing in mental health, physical health, and 
relationship health. Adding the worker role is beneficial to women, as is adding or 
participating in family roles beneficial to men. A strong commitment to one role does not 
necessarily rule out a strong commitment to other roles. Second, the beneficial effects of 
multiple roles are aided by a number of processes including buffering, which is the 
process by which the negative effects of stress in one role are moderated by successes 
and satisfaction in another role or roles. Other elements include additional income, which 
benefits the individuals, their families, and reduces the distress experienced by sole 
providers, often husbands; social support, which increases well-being; opportunities to 
experience success and develop a greater sense of self-confidence or self-efficacy; 
expanded frame of reference about an individual' s ups and downs; increased self-
complexity, which reduces an individual's swings in affect and self-appraisal; similarity 
of men's and women's experiences facilitating spousal communications and marital 
quality; and the extent to which an individual holds traditional or nontraditional gender 
role attitudes moderating the relationship between multiple roles and various outcomes. 
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Barnett and Hyde's (200 1) third theoretical premise is that multiple roles are 
beneficial unde r certain conditions. There are upper limits to the benefits of multiple roles 
with overload and distress occurring beyond those limits. Additionally, role quality has 
been found to be more important than the number of roles or time spent in a role. The 
fourth principal noted by Barnett and Hyde is that psychological gender differences are 
not, in general, large or absolute. Thus, the so-called natures of women and men need not 
inevitably force them into highly differentiated roles. 
To sum up, in addition to the spillover hypothesis, role conflict has been used 
extensively as a theory underlying research on work-family conflict. Research focusing 
on the role conflict, role strain, and role balance between work and family has found that 
as the demands in one role increase, the conflict felt by the individual also increases. This 
finding appears to be consistently greater for women than men. However, as men's and 
women's roles change so that men become more involved with the family domain and 
women become more involved with the work domain, their psychological well-being 
may well become more similar and impacted by the same role conflicts. A number of 
researchers are now suggesting that multiple roles are beneficial for both men and 
women, with role quality being a more significant predictor of role satisfaction than the 
nun1ber of roles or the time an individual spends in a particular role. The scarcity and 
expansion hypotheses are examined in the next section. 
Scarcity and Expansion Hypotheses in the Work-family Interface 
Wharton and Erickson (1995) looked at the interconnection between work and 
family from the perspectives of two other hypotheses: the scarcity hypothesis and the 
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expansion hypothesis. The scarcity hypothesis treats work and family as institutions 
competing for a fixed amount of participants' energies and commitments, while the 
expansion hypothesis assumes that participation in one domain can facilitate participation 
in the other setting. The scarcity hypothesis assumes a fixed amount of human energy 
that is used up or spent in the course of daily activities. This hypothesis suggests that an 
individual begins each day with an allowance of energy that is spent in various activities, 
each of which costs some of the allocation, until that allocation is exhausted. Because this 
perspective sees work and home competing for participants' energies, the expenditure of 
energy in one realm limits the resources an individual has to devote to activities in the 
other setting. Wharton and Erickson described emotion work, or emotion management, as 
the management of feeling to create a publicly observable facial and bodily display. The 
authors went on to state that emotion work or emotion management refers to the effort 
involved in intentionally regulating one's emotions so as to influence others in a 
particular way, efforts that are expressed through behavior. Looking specifically at the 
relation between women's job-related and family emotion work, the authors suggested 
that relation is premised on a zero-sum view of women's emotional energy, in that jobs 
involving emotional labor are expected to be more emotionally draining than other jobs 
and that women's ability to derive psychological rewards from these jobs depends upon 
how much of their emotional energy is being expended in family emotion work. 
Accordingly, because the amount of emotional energy is fixed, the more emotion work 
performed on the job, the less that should be available at home. 
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The expansion hypothesis, Wharton and Erickson ( 1995) noted, consists of an 
expansion view of human energy so that social activities are potentially energy-
producing. In this view, the availability of energy is influenced by sociocultural factors 
and is potentially expandable. From this perspective, roles involving high levels of 
emotion management in the form of attentiveness to others may be more energy-
producing than roles requiring less social interaction to perform. Wharton and Erickson's 
research found support for both the scarcity and expansion hypotheses. The authors found 
that the amount of fan1ily emotion work women perform has negative consequences for 
their job-related well-being; however, they also found that while performing family 
emotion work may deplete women's emotional resources on the job, performing 
emotional labor at work does not have a similar effect. The authors found support, 
although more limited, for women who perform emotional labor at work being more 
likely than others to perform emotion work at home. Wharton and Erickson suggested 
that women's family emotion work has more negative consequences for their job-related 
well-being than the emotional labors women perform on the job. They also suggested that 
their research indicated that a male partner's contribution to family emotion work played 
a role in reducing a woman 's job-related burnout. Wharton and Erickson suggest from 
that finding that partners ' contributions to family emotion work are as important as 
women's own contributions and have positive consequences for women's job-related 
well-being. The authors found no evidence of women whose jobs involve emotional labor 
experiencing higher levels of job-related burnout than other workers, nor did the women 
engage in less emotion work at home. 
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Similar to the scarcity and expansion hypotheses, Rothbard (2001) looked at 
enrichment and depletion as competing hypotheses about the effects of engaging in 
multiple roles. Her study found evidence supporting both depletion and enrichment, with 
some gender differences. Specifically, depletion existed only for women and only in the 
work-to-family direction. Men experienced enrichment from work to family, while 
women experienced enrichment from family to work with more linkages found between 
work and family for women than for men. 
To summarize, the scarcity hypothesis suggests that work and family compete for 
a fixed amount of energy and commitment from individuals while the expansion 
hypothesis suggests that an individual's participation in either work or family can 
actually facilitate participation in the other domain. Studies found evidence of both the 
scarcity and expansion hypotheses and found gender differences, with women 
experiencing more negative consequences for their job-related well-being when 
performing more emotion work in the family. Wharton and Erickson (1995) referred to 
emotion management as the management offeeling to create a publicly observable facial 
and bodily display and went on to say that it was the effort involved in intentionally 
regulating one' s emotions so as to influence others in a particular way, efforts that are 
expressed through behavior. The literature on the work-family interface is examined from 
an ecological theory basis in the next section. 
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Ecological Theory 
Rather than using an individualistic, deterministic perspective of role theory, a 
number of researchers have utilized ecological models in conceptualizing the underlying 
individual, family, and environmental factors impacting the work-family interface, with 
Bronfenbrenner's (I 979, 2005) ecological model (Bronfenbrenner & Morris, 1998) being 
most widely used. In addition to Bronfenbrenner, Marsella's (1994) ecological model 
will be examined. 
Bronfenbrenner 
Bronfenbrenner (1979) conceived of the ecological environment as " ... a set of 
nested structures, each inside the next, like a set of Russian dolls." (p. 3) and used his 
model to define development as " ... the phenomenon of continuity and change in the 
biopsychological characteristics of human beings both as individuals and as groups. The 
phenomenon extends over the life course across successive generations and through 
historical time, both past and present" (Bronfenbrenner, 2005, p.3). He then explained his 
bioecological model as 
The ecology of human development is the scientific study of the progressive, 
mutual accommodations, throughout the life course, between an active, growing 
human being and the changing properties of the immediate settings in which the 
developing person lives, as this process is affected the relations between these 
settings, and by the larger contexts in which the settings are embedded. 
(Bronfenbrenner, 2005, p.l 07) 
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Lerner (2005) noted that Bronfenbrenner explained human development within a system 
of interrelated ecological levels. The innermost level of the environment is the 
microsystem, which is described as the activities and interaction patterns in the person's 
immediate surroundings. Bronfenbrenner emphasized that all relationships are reciprocal 
and bidirectional. The second level, the mesosystem, is seen as the connections among 
microsystems that foster development, that is, the set of microsystems constituting the 
individual ' s developmental niche with a given period of development. In this way, the 
manner in which an individual functions as a spouse and parent at home is affected by 
experiences in the workplace, and vice versa. The exosystem, the next level, refers to 
social settings that do not contain the developing person but that affect experiences in 
immediate settings. Bronfenbrenner saw tlus level as an extension ofthe mesosystem 
encompassing social structures, both formal and informal, that do not directly contain the 
developing person but impact the immediate settings in which the person is found. The 
outermost level, the macrosystem, refers to the values, laws, customs, and resources of a 
culture that impacts the interaction within all the other levels of the ecology of human 
development. 
Given this structure, Bronfenbrenner (1979) stated that the environment is 
dynamic and constantly changing, with individuals' microsystems changing as 
individuals add or let go of roles or settings in their lives. He saw development as neither 
controlled by environmental circumstances nor driven by internal forces; rather, 
individuals are products and producers of their environment, both of which form a 
network of interdependent effects. Lerner (2005) noted that the bioecological model has 
I 14 
four interrelated components: first, the development process, involving the fused and 
dynamic relation of the individual and the context; second, the person, with his or her 
individual make-up of biological, cognitive, emotional, and behavioral characteristics; 
third, the context of human development, that is, the nested levels or systems of the 
ecology of human development; and, fourth, time in the multiple dimensions of the 
individual's time, family time, and historical time. These four components, Lerner 
indicated, make up a ". . . process-person-context-time (or PPCT) model for 
conceptualizing the integrated development system ... "(p. xv). 
Grzywacz and Marks' (2000b) study found support for an ecological perspective 
of the work-family interface. They found that several work and family factors influenced 
work-family spillover more for women than men, which the authors suggested is 
consistent with the ecological premise that different individual characteristics may 
moderate the effect of contextual factors on person-environment interac6ons. These 
gender interaction effects were not uniformly consistent, that is, sometimes family factors 
influenced women' s work-family spillover more for women than men, and other times 
men were more affected by family factors. The authors also suggested that their results 
indicated that individual characteristics, positive and negative interactions in the family 
microsystem, and positive and negative experiences in the work microsystem all 
independently contribute to understanding the work-family interface. Further, the authors 
suggested that their analysis confirmed that personality factors alone do not account for 
the tendencies of individuals to experience or report work and family conflict or 
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enhancement. Other factors included positive and negative experiences in the family 
microsystem and positive and negative experiences in the work microsystem. 
Still working from an ecological model, Grzywacz and Marks (2000a) found that 
a higher level of marital disagreement and more work-related pressure were associated 
with higher odds of problem drinking. A higher level of positive spmover from family-to-
work was associated with lower odds of problem drinkjng while a higher level of positive 
spillover from work-to-family was associated with higher odds of problem drinking. The 
authors suggested that their results supported an ecological perspective because processes 
within prominent life settings, such as work and family, are associated with problem 
drinking above and beyond the effects of individual stressors. The authors suggested that 
negative person-environment interactions, such as spouse disagreement and pressure at 
work, were associated with greater odds of problem drinking. Positive person-
environment interactions, such as positive spillover from family to work, are associated 
with lower odds of problem drinking. 
Almeida, Wethington , and McDonald (2001) also approached their study from an 
ecological perspective. They looked at how daily variation in the time fathers spent in 
child-care activities was related to emotionally supportive or conflictual father-child 
interactions and whether fathers' negative mood moderated those associations. The 
results suggested that fathers were more likely to have supportive and conflictual 
interactions on days when they spent more time engaged in child-care activities and that 
the association between time with child and conflictual interactions was greater on days 
when fathers were in a negative mood. Thus, the conflicting claims on a father's time 
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with requirements that he spend more time at work, coupled with the mood carried home 
by the father, can impact father-child relations. 
Costigan, Cox, and Cauce (2003) noted that ecological models of child 
development suggest that adults' experiences in larger social contexts, such as the 
stresses and rewards experienced in parents' work environments, have an impact on 
parent-child relationships and child development. In their study, the authors looked at the 
extent to which mothers' and fathers' work experiences, feelings of role overload, and 
occupational status influenced their own and their spouse's parenting among dual-earner 
families at the transition to parenthood. Their results showed that mothers who reported a 
more negative interpersonal atmosphere at work showed decreases in positive parenting 
and increases in negative parenting over time. In contrast, the authors reported that they 
found no evidence of spillover from fathers' work to fathers' parenting and went on to 
suggest that parents' roles outside the family affect the performance of their roles within 
the family. 
Marsella 
Also using an ecological model, Marsella (1994) proposed a model of the 
emotional reactions to work and the consequences that those emotional reactions may 
have on an individual's mental health and well-being. He noted that work 
.. . with its unrelenting biopsychosocial demands, can be a life context which 
enhances, promotes, and sustains an individual's health, self-esteem, happiness, 
and well-being. Or work can be a life context which, because of boredom, 
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repetitiveness, degradations, exposure to risk, and a host of other factors, exacts a 
brutal toll on the worker, encouraging illness and disease. (p. 153) 
Further, he stated that an individual's response to work is a function of many factors, 
including the individual's personality and biopsychosocial resources. The author 
conceptualized an ecological model of work around the three components of (I) work, (2) 
the worker, and (3) well-being as being important factors in understanding an 
individual's emotional reactivity to work, all of which have implications for health. He 
suggested that these factors constitute the psychosocial ecology of work as they allow for 
understanding, describing, and predicting an individual 's behavior within a specific 
context. 
Marsella (1994) suggested that work can have negative and positive aspects that 
impact a worker. Negative conditions included too much to do, time pressures, repetition, 
low social interaction, lack of control, and lack of social support. He noted other research 
that indicated that these negative conditions can negatively impact workers' health and 
well-being. Positive conditions included good working conditions, meaningful work, 
good co-workers, and work which is enjoyable and rewarding. 
Marsella (1994) indicated that this ecological model can be written in the form of 
the following equation and presented schematically in Figure I: 
The consequences of work= (function) worker psychosocial variables X worker 
demographic variables X perceived and objective physical environment work 
requirements and demands X perceived and objective psychosocial environment 
work requirement variables. (p .l58). 
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Figure l: Work, worker, wellbeing ecological model. 
SOURCE: Marsella, p. 159. 
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This model suggested that the positive and negative workplace conditions interact with 
the individual characteristics of the worker, and the overall well-being of both the 
organization and the individual. Marsella stated that the mathematics of the equation may 
vary across cultures, genders, countries, and jobs. 
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In summary, ecological theory has provided a foundation for several researchers' 
studies on the nature of the work-family conflict. Most notable among the theories is the 
bioecological theory of Bronfenbrenner (1979, 2005) in which he conceptualized the 
environment as being a set of nested structures. In addition to the structure of the 
environment being comprised of the microsystem, the mesosystem, and the exosystem, 
Bronfenbrenner noted that all relationships in the environment are reciprocal and 
bidirectional and that the envirorunent is dynamic and constantly changing. Several 
researchers have found support for this ecological model. Marsella (1994) modified the 
ecological approach with his model of the interaction of work, the worker, and well-
being. 
Integrated Theories 
Throughout much of the research and theory generation cited to this point, the 
common thread is that work and home are two separate spheres, two divergent systems 
operating independently of one another. Using these models, an individual is perceived as 
moving from one domain to another, assuming new roles in new domains, responding to 
different types of stimuli with different behavioral patterns, and having different 
emotional requirements for each environment, thus basicalJy becoming a different 
individual depending on the environment. 
Moving closer to a more unified system is the approach of Rice, Frone, and 
McFarlin (.1992) who stated " ... ( 1) events and conditions in the family and other spheres 
of non-work }jfe may influence behavior enacted within the confines of work 
organizations~ and (2) experiences within organizations may influence life outside work" 
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(pp. 155-156). Gutek et al. (1991) also conceived of work-famiJy conflict having two 
components; family interference with work and work interference with family. Yet, even 
as these authors moved closer to an integrated approach, the concept of separate spheres 
in the individual's life remained central. 
Working from a feminist perspective, Chow and Berheide (1988) came closer to 
an integrative approach when they stated that an interactive model would recognize the 
mutual interdependence between family and work. This model, the authors stated, would 
take into account the reciprocal influences of work and famjJy and acknowledge their 
direct and indirect independent and joint effects on the psychological state and social 
conditions of individuals. 
Leiter and Dunlap (I 996) addressed an integrated model when they noted that 
combining the demands and contributions of work and family domains permitted a more 
comprehensive consideration of the available changes that could enhance the well-being 
of employees. The authors suggested that personal relationships both at work and at home 
were important resources that enhance employees' well-being and help them to manage 
demands. Further, the authors noted the importance of boundary management which they 
describe as interventions that enhance employees' capacity to reduce interference 
between work and family life. 
Yet, even as they discuss integration, Leiter and Dunlap spoke of the ability to 
compartmentalize work life and family life on some level , effectively minimizing the 
importance of integration between both work and family life. Here again, while these 
latter mentioned approaches were positive shifts towards recognizing the integrated 
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nature of life, the emphasis remained on the two areas, family and work, and their effects 
on each other. 
Orthner and Pittman (1986) did make a significant point supporting integration by 
indicating that while current research suggested more ways in which work influences the 
fami ly than the family influenced work, there was more potential reciprocity between 
work and family roles than had been reported in the literature to date. The authors 
suggested that neither the family nor work were closed systems and that changes in one 
should influence the other. 
Barnett (1998) and Voydanoff (2002) provided integrative models of the work-
family interface . These models pulled together theories and research that have focused on 
individual components of the interaction between work and family. 
Barnett 
Barnett ( 1998) first examined three critical theoretical issues that she believed 
strongly shaped the research literature and that needed to be addressed in any proposed 
model. First, there was not agreement about what constitutes work-family in existing 
research, including schedule conflicts, time spent in household labor, child care and elder 
care, psychological distress, physical health, marital adjustment, parenting styles, quality 
of home environments, and children's development problems. Community involvement 
and other non-work activities could also be included, leading to a more inclusive term of 
the work-social system rather than work-family system. Second, research seemed to 
focus on workers as if they were made up of separate and competing selves rather than as 
people with varied and overlapping needs and responsibilities. Third, most of the research 
122 
was conducted around the worker, rather than recognizing that people function in social 
systems, consisting offamilies, friends, sports, and community. An emphasis on the 
system would include the recognition that what happens to workers affects others in their 
social systems. Likewise, what happens to other members of their social system affects 
workers, and they impact the workplace. Macroeconomic, social structure factors, and 
cultural attitudes influence workers ' options and are, in tum, influenced by the options 
workers choose. 
Barnett (1998) indicated that four biases exist that limit understanding of work-
social system issues. The first is the almost exclusive focus on conflict, both at the 
individual and at the corporate level with that focus being on intra-individual conflict. 
She suggested that evidence shows that many, or even most, workers do not experience 
conflict between meeting their workplace and social system obligations and, actually, 
many report benefits of simultaneously meeting these varied responsibilities. The second 
bias is that many studies have been done on all-female samples which, Barnett suggested, 
reflected the cultural belief that women's inherent makeup caused them to be more 
reactive and vulnerable to events within the family. Thus, the conflict between the 
demands of the workplace and those of the family will be felt more strongly by women 
and take a larger toll on them. She suggested that the absence of comparable data from 
men and women perpetuates the belief that work-social system issues are primarily 
women's issues. The third bias is that most studies are cross-sectional and are, 
accordingly, unable to detect long-term effects of work conditions or to study workers' 
strategies for resolving or mitigating work-social system problems. The fact that the 
123 
majority of studies rely on self-report data are correlational, and only estimate direct-
effects relationships is the fourth bias. 
Barnett' s (1998) model has four main building blocks or sets of variables: distal 
conditions, proximal conditions, outcomes, and fit, as shown in Figure 2. 
Distal 
Conditions 
I' 
FIT -
-
11t 
Proximal 
Conditions 
Figure 2: Barnett' s basic model of work-family relationship. 
SOURCE: Barnett, 1998, p. 163. 
Outcomes 
My study looked at outcomes, proximal conditions, and mediators. All aspects of 
Barnett's model are considered except for distal conditions. Distal conditions refer to 
economic, social, and attitudinal factors, workplace policies and practices, and job 
conditions, all of which expand or constrain workers' options. Proximal conditions refer 
to both the interpersonal context in which workers generate work-social system strategies 
and the characteristics of workers, such as age, gender, race, and health status that affect 
those strategies. Fit refers to the workers' ability to realize their work-family strategies 
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given the existing di stal conditions and the workers' characteristics. Outcomes refer to 
the wide range of dependent variables studied under the work-family umbrella. Fit is 
defined as a mediator between the distal and the proximal conditions on the one hand 
' , 
and the outco mes on the other. 
This model also does away with the separate-spheres model, that is, that work and 
fami ly are separate spheres for workers. In this model, aspects of work and family are 
joined within the proximal condi6ons and the model does not assume inevitable conflict 
between the workplace and the worker. Each of these four components of the model will 
be described. 
Proximal conditions include the idea of the family adaptive strategy, adapted by 
Barnett (1998) from Moen and Wethington (1992), which reflects that individual workers 
articulate a work-social or work-life system or strategy for meeting their various need and 
aspirations, as shown in Figure 3. Workers' needs include biological, psychological, and 
economic needs. At the biological level is the need to safeguard their physical and mental 
health. At the psychological leve l are the values and aspirations the worker wants to 
realjze at work and elsewhere, including the desire for a challenge, recognition, monetary 
reward, and good re lations with co-workers and supervisors. Discrepancies may or may 
not exist between the actual condi6ons on the job and the worker's desired conditions. In 
addition, the worker's values and aspirations may be affected by others in their system. 
Workers have to fulfill their financial obligations to themselves and others in their social 
system at the economic level. Workers' characteristics also affect the work-social system 
adaptive strategy; for example, the strategies of well-educated workers will differ from 
125 
those of poorly educated workers. Barnett noted that this is a dynamic system with 
workers' work-social system adaptive strategy depending on changes in the workers' 
needs, values, and aspirations; changes in other parts of their social system; changes in 
the workers' characteristics; and changes in the distal conditions. 
l Work/Family Strategy I 
1~ 
Personal Social System 
Needs ~ Spouse 
--
~ Children/Parents Values Friends Aspir~tions Community 
j ~ 
dt 
Characteristics 
Age 
Gender 
Race 
Health Status 
Figure 3: Proximal conditions. 
SOURCE: Barnett, 1998, p . 165. 
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Figure 4 identifies three levels of distal conditions: (1) macroeconomic, social 
structural, and attitudinal factors; (2) workplace policies and practices; and (3) objective 
job conditions. 
Macro-Economic, Social-Structural, Attitudinal Factors 
Global Economy National Child-Care, Health Policies 
Unemployment Rate Pervasive Norms Concerning Age, 
Gender, Success/Failure 
Workplace Policies and Practices 
Promotional Policies 
Corporate Culture 
Benefits 
Work Redesign 
Work Hours 
Skill Discretion 
Job Security 
Figure 4: Distal conditions. 
SOURCE: Barnett, 1998, p. 166. 
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As indicated by the arrows on the right side of Figure 4, all three of these levels interact, 
and the proximal and distal conditions interact as well, as previously shown in Figure 2. 
Figure 5 illustrates the construct of fit, which Barnett (1998) described as 
mediating the relationship between the proximal and distal conditions and the outcome 
variables. Fit refers to the extent to which the worker realizes the various components of 
his/her work-family adaptive strategy. 
Figure 5: Fit. 
Multidimensional 
Compatibility/Conflict 
Weighting and Integration 
of Different Dimensions of Fit 
SOURCE: Barnett, 1998, p. 167. 
When avai lable workplace options permit workers to realize their strategies, workers 
experience compatibility; when they do not, workers experience conflict. Barnett 
suggested that fit can be compatible with some components of the individual 's 
work/family adaptive strategy and be in conflict with other components of the strategy. 
Barnett noted that workers in highly absorbing jobs might experience compatibility 
between their career aspirations and workplace opportunities and, at the same time, 
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experience conflict between their work demands and their strategy of being significantly 
involved in the family. The author suggested that fit is also influenced by workers' 
characteristics, with minority workers often having fewer workplace choices than 
majority workers and younger workers having more workplace options than older 
workers. 
Barnett's (1998) concept of fit and the individual worker's work/family strategy is 
similar to Super's (1957, 1990; Super, Savickas, & Super, 1996) life-span, life-space 
model of life stages and roles, with different life/strategies and the accompanying fit at 
each of the developmental stages. Power and Rothausen's (2003) extension of Super's 
maintenance stage provided more similarity to Barnett's model. Power and Rothausen 
suggested a shift from an organizationally determined fitting of individuals to the existing 
world of work to an individually determined approach in which individuals take proactive 
responsibility for integrating multiple employer needs with the individual 's own work 
and life preferences and development. Lofquist and Dawis' (1991) theory ofwork 
adjustment is also simi lar to Barnett's model. In their theory, Lofquist and Dawis 
suggested that people are motivated to fulfill work requirements and to have personal 
requirements fulfilled by work. The corresponding efforts by the individual toward 
achieving this fulfillment is work adjustment. Osipow and Fitzgerald (1996) noted that 
the work adjustment theory is also referred to as Person Environment Correspondence 
Counseling. 
Barnett ( 1998) noted that this formulation of fit has the advantage of diluting the 
heavy focus on inter-role conflict, which is the separate spheres model. This allows for 
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unintended effects and being more responsive to the positive effects of combining 
multiple roles on mental and physical health indicators for men and women, which have 
been noted in the empirical literature. As with proximal and distal conditions, fit is a 
dynamic process; workers' strategies change in response to changes in workplace 
demands or opportunities as well as to changes in the needs of the workers themselves, to 
changes in other parts of their social system, or to changes in their own characteristics. 
Workplace options, policies, practices, and job conditions also change in response to 
changes in workers and in their social systems. 
Barnett ( 1998) conceptualized outcomes as the interrelated effects on the 
individual, on others in the individual 's social system, and on the workplace itself. This 
conceptualization is shown in Figure 6. As noted before and as shown on the right side of 
Figure 6, the various components of outcomes impact and influence all other outcomes. 
The process ofBamett's (1998) model has been shown in only one direction, 
from proximal and distal conditions through fit to outcomes. Because the model is 
dynamic, feedback from outcomes to the other parts of the model occurs and is shown in 
Figure 7. 
Two types of feedback occur: from outcomes to distal conditions (Figure 8) and 
from outcomes to proximal conditions (Figure 9). In addition to the ways outcomes may 
affect distal and proximal conditions, outcomes may also affect the work-family strategy 
by influencing workers' level of aspirations and self-image. Barnett (1998) noted that 
changes in time allotment between work and family could be associated with changes in 
the worker's quality of life and that of his or her social system members. Workers could 
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decide to increase their time in the social system or decide to increase their time on the 
job. Outcomes could also affect the work/family strategy by influencing the worker's 
level of aspirations and self-image. These weightings of decisions about time allocation 
could also be impacted by workers' characteristics of age, gender, race, and health status. 
Characteristics of the workers and of the workplace moderate the relationship 
between fit and outcomes as shown in Figure 10. Barnett (1 998) noted that some workers 
will have a higher tolerance to conflict than will others, and that the more options a 
worker has in the workplace, the higher will be his/her tolerance of conflict. 
Barnett ( 1 998) stated that this model is " ... not exhaustive nor complete. Its 
heuristic value lies in its identification of interrelated processes; it draws our attention to 
parts of a process that might otherwise be overlooked" (pi 72). She further stated that this 
model can be used to define the work-social system research area. 
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Figure 6: Outcomes. 
SOURCE: Barnett, 1998, p. 170. 
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Figure 7: Feedback. 
SOURCE: Barnett, 1998, p. 171. 
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Figure 8: Feedback from outcomes to distal conditions. 
SOURCE: Barnett, 1998, p. 17 1. 
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Figure 9: Feedback from outcomes to proximal conditions. 
SOURCE: Barnett, 1998, p . 172. 
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Figure 10: Moderators of the relationship between distal and proximal conditions and 
outcomes. 
SOURCE: Barnett, l 998, p. 173. 
Voydanoff 
Working from ecological and role models, Voydanoff(2002) developed a model 
that links the work-fami ly interface to work, family, and individual outcomes through 
several mediating mechanisms. The author indicated that the model would address one 
type of mesosystem (Bronfenbrenner, 1979), which consists of the combined effects of 
microsystems on work, family, and individual outcomes, which then form the interface 
between work and family. The relationships making up the interface, Voydanoff 
suggested, m ay be of three forms: (a) independent and additive; (b) mediating, in which 
characteristics of one domain mediate relationships between characteristics of another 
domain and an outcome; or (c) interactive, in which characteristics or one domain 
moderate relationsrnps between another domain and an outcome. These relationships are 
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illustrated in Figure II . Voydanoff noted that the relationships between the work-family 
interface and work, family, and individual outcomes may operate through mediating 
mechanisms. The work-family interface consists of the intersection of various work and 
family characteristics for a given individual or couple. 
Voydanoffs (2002) conceptual model, which serves as a framework for 
examining the sequencing of linking mechanisms, is shown in Figure 12. As illustrated in 
Figure 12, the work-family interface has direct effects on work, family, and individual 
outcomes, and these effects may be moderated by social categories and coping resources. 
The effects of linking mechanisms are indicated by a chain of relationships in which the 
work-family interface leads directly to work-family conflict, role balance, or role 
enhancement. This, in turn, leads to work-family role strain or role ease, followed by 
work-fami ly adaptive strategies, work-family fit, and work, fami ly, and individual 
outcomes. The author indicated that work-family adaptive strategies are proposed to have 
both media6ng and moderating effects on relationships between work-family role strain 
and ease and work-family fit. Feedback effects were proposed from adaptive strategies to 
the work-family interface. 
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Figure 11 : Relationships between the work-family interface and outcomes. 
SOURCE: Voydanoff, 2002), p. 139. 
NOTE: In parts B and C, work characteristics could serve as the mediating or moderating 
variables and fami ly characteristics could be the predictors. 
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Figure 12: Voydanoffs conceptual model. 
SOURCE: Voydanoff, 2002, p . 141 . 
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Voydanoff (2002) pulled from a nwnber of different theoretical perspectives 
including ecological systems theory, which provides the frame for the work-family 
interface. Role strain and enhancement theories provide the rationale for direct 
relationships between the work-family interface and work, family, and individual 
outcomes. Voydanoff indicated that these theories also provide a framework for 
proposing work-family role conflict, role balance, and role enhancement as mediators of 
relationships between the work-family interface and role strain and role ease. Sex-role 
and social-role hypotheses are included for considering gender similarities and 
differences. The concept of work-family adaptive strategies, also used by Barnett (1998), 
was adapted from Moen and Wethington's (1992) concept of family adaptive theories 
and Barnett's concept of work-family fit was integrated into Voydanoff's model. 
Voydanoff (2002) indicated that this model is an oversimplification of the 
components and the mechanisms linking them to each other, both of which need further 
elaboration in empirical tests of the model. She also noted that the work-family 
mesosystem s discussed in this model operate within a larger social construct. Drawing 
from ecological theory, mesosystems and microsystems are influenced by the larger 
macrosystem in which they are embedded. This macrosystem includes shared belief 
systems, social and economic resources, opportunity structures, hazards, and patterns of 
social interaction. Thus, trends in employment patterns, social welfare policies, family 
demographics, gender ideologies, and community resources are relevant to work and 
family relations. 
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Barnett ( 1998) and Y oydanoff (2002) developed two integrative models of the 
work-family interface which incorporate prior theories and research. Both authors 
indicated that they believed their models to be preliminary attempts to explicate the 
multiple interactions of the individual within an ecological model of interaction, bringing 
a systems viewpoint to a seemingly fractured field of research and theory. 
Theoretical Basis for the Study Methodology 
This study used the qualitative method of grounded theory originally developed 
by Glaser and Strauss (1967), utilizing data collected from structured interviews with 
ind ividuals currently in a domestic partnership and currently employed, to look at the 
transference of emotions between work and the famjly. Fassinger (2005) noted that the 
aim of grounded theory approach is to produce innovative theory that is grounded in data 
collected from participants on the basis of the complexities of their lived experiences in a 
social. context. This theory would be derived inductively through an iterative, concurrent 
process of data collection, coding, conceptualizing, and theorizing. Ideally, new data are 
constantly compared to emerging concepts. This comparison continues untiJ no new 
themes, categories, or relationsrups have being discovered. Patton (1990) indicated that 
grounded theory depends on methods that take the researcher into and close to the real 
world so that the results and findings are grounded in the empirical world. 
Purpose of the Study 
The purpose of this study was to allow expansion or modification of current 
theories of transference of emotion between work and family. Working from a 
perspective of examining the interface of work and relationships, Blustein (2001) stated 
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that little is known about the overlap between work and relational experiences and that 
the interface between work and interpersonal relationships remains a relatively 
unexplored frontier in the search for a broad and contextually rich understanding of 
human behavior. Blustein noted that there has been an artificial separation of work and 
relationships in social science research and counseling practice. This separation, he 
suggested, was the function of a scientific approach that had not been rooted in the reality 
of human life in contemporary times. Rather, he believed work and relationship 
connections are based on complex layers of associations, as opposed to linear 
associations using singular constructs. 
Blustein et al. (2001) suggested that the work-relationship interface is a shared 
psychological space in which work and interpersonal or intrapersonal relationship issues 
overlap in a way that influences an individual's functioning in either domain. Work and 
relational functioning are integrated aspects of human life, and it is important to develop 
theory, research, and practice models that encompass the full scope of human life in the 
2151 century. 
Despite research on the work-relationship interface, Schultheiss, Kress, and 
Manz i (2001) noted that there are not good models to describe the work-relationship 
space. The authors further suggested that to better understand the interconnections 
between work and relational experiences, it is important to establish a knowledge base 
that reflects the voices of individuals moving between work and relational domains. 
A mode of inquiry in which participants narrate their experiences is critical for 
studying the psychological processes that are involved in the work-relational space 
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(Flum, 200 I). Plum indicated that a narrative approach could potentially capture the 
complexities, the intricacies, and the context of the relationship between work and 
relational experiences. Such narrative modes of inquiry are especially useful in allowing 
the individual to be preserved as a whole, rather than focusing on units of inquiry that 
become detached fragments. In my search of the literature, I found no other qualitative 
studies dealing with the transference of emotion in the work-family interface. 
Given the relational nature ofthe family and, as Blustein (2001) noted, that 
working is inherently social for most people, I approached my research looking at the 
individual holistically, with the individual moving through different contexts and being 
embedded in a larger network of systems and influences. This approach helped to prevent 
the fragmentation of the individual into compartments and categories, which would be an 
injustice to the individual and his or her lived reality. 
My research was based on phenomenological accounts of the participants. While 
other researchers have identified emotions in the work-family interface, my research 
focused on not only identifying which emotions were experienced but on the processes 
by which those emotions were transferred. 
When moving between domains, I assumed that the individual retains his or her 
basic emotional make-up, and that the individual is not able to completely divorce 
himself or herself from the emotions experienced in one domain before moving to 
another domain. Inasmuch as those emotions are a part of the individual, emotions seem 
to travel with that individual, affecting him or her in whatever arena that individual is 
currently found. The effects of events occurring within the home and workplace are 
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carried to the other environment and impact the individual and that individual's 
relationships in that area. This effect may then be transmitted to the other environment, as 
well as to other environments in which the individual is active. To expect emotions to be 
contained within one environment and have no effect on the individual in other 
environments seems to fragment the individual in any environment in which the 
individual finds himself or herself. The process of emotional transference in the work-
family interface appears to be reciprocal and iterative. Rather than approaching work and 
family as separate areas of an individual's life, the participants were allowed to define 
their emotional experience within the systems which impacted them and in which they 
operate. 
Implicit in this approach is that emotion is not always a fleeting phenomenon and 
that it may last for some period of time, for example, as a more enduring mood state. As 
noted in the prior section on emotion, defining affect, emotion, mood, and feelings brings 
many different ways of looking at these constructs. I prefer Greenberg and Paivio's 
(1997) approach because of the cognitive foundation upon which their approach is based, 
while encompassing a combination of affect, cognition, motivation, and action. 
Greenberg and Paivio's suggestion that the emotional scheme's role is to guide the 
individual's orientation to the world after reading affectively relevant patterns from the 
environment also fits my clinical and personal experience 
By learning more about the experiences, thoughts, and feelings of women and 
men in the various systems in which they exist, a holistic theory of the individual in his or 
her work-relational space can emerge. By grounding a theory in the experiences of the 
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participants, my intent was to show the individual as a whole, with complex demands and 
benefits from the many spheres of his or her life, whose emotions are impacted by his or 
her experience in work and family roles, and who impacts others in his or her work and 
family. Taking this holistic approach allowed the integrated emotional aspects of the 
individual within the work-family interface to be brought forward. 
Research Questions 
Following are the research questions: 
1. How do men and women's multiple roles interact? In particular, how are the 
emotions generated in one role carried over into other roles, and what impact does 
this transmission have? 
2. What are the constants in the individual across the work-family interface? 
3. Are men and women different or similar in their experience of the impact of 
multiple roles and the work-family interface? 
Because this research was based on the phenomenological accounts of the 
participants and because the goal was to describe the processes involved in the 
transference of emotion in the work-family interface, no formal hypotheses were 
advanced. The words of the participants provided the data from which the conclusions of 
the study were reached. Details of the research protocol are presented in the Methodology 
chapter. 
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CHAPTER III 
METHODOLOGY 
The focus of this study has been of interest to me for some time, as I have 
reflected on the impact my careers and specific jobs have had on my personal life, 
especially my home life and the relationships I have experienced and do experience with 
spouses, children, and other family members. I also recognize that events occurring in my 
family life or home life have had an impact on my work experience, sometimes 
dramatically positive or negative. The qualitative nature of this study allowed me to 
explore the subject matter in a holistic manner. Theory and findings emerged from the 
data collected from part.icipants and were derived inductively from systematic data 
collection and analysis (Fassinger, 2005). 
Throughout my literature review I found few qualitative studies on this subject 
and none of those studies focused on the transference of emotions between work and 
family. Polkinghome (2005) noted that qualitative methods are designed to study the 
experiences of people and to describe and clarify those experiences. The author 
additionally stated that experience has vertical depth and that quantitative methods are 
inadequate to capture the richness and fullness of an experience. Patton (2002) stated that 
qualitative research facilitates the study of issues in depth and in detail by approaching 
field work without being constrained by predetermined categories of analysis. Because 
qualitative work typically produces a great deal of detailed information about fewer 
numbers of 
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people and cases, the depth of understanding of the cases and situations studied is 
increased ; however, the smaller number of cases reduces generalizability. I wanted to 
access such depth in the experience of the participants as emotions occurring within the 
family and within the workplace are carried to the other environment and affect the 
individual and that individual's relationships in each domain. 
Researcher Bias 
Patton ( 1990) noted in qualitative research " ... the researcher is the instrument" 
(p.14). As such, the researcher's biases, basic qualities, and life experiences influence the 
data collection and analysis. Because of this, an analysis of the researcher's biases, 
background, and predispositions is critical to an understanding of the outcome of this 
study. 
I am a 57 year-old, Caucasian male pursuing a doctoral degree in Counseling 
Psychology. I was raised in a middle class, white-collar Protestant family with a father 
who worked, a mother who did not work outside the home, and a younger brother. My 
father was the second of four boys, grew up in the Depression, and attended college with 
no financial help after being told by his parents that it was a mistake to attend college. I 
was not aware of my parents' moderate political beliefs until I reached adulthood as I do 
not remember politics being discussed. A strong work ethic, whether in a job or at home, 
was stressed in our family from the earliest time that I can remember, with special 
emphasis placed on doing something correctly or not doing it at all. My father was a 
geologist for an oil company, which necessitated moving every two to three years, and 
sometimes every year. His focus was always on his career and he would never have 
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considered declining a transfer to another location to minimize the difficulties on his 
family. As with so very many men ofhis generation, my father seemed to obtain a major 
part of his identity from his profession and from his rise from poverty growing up and in 
the early days of his marriage to my mother. Because there was little affection shown in 
my fami ly, I came to believe that men held on to their emotions, with the exception of 
anger, which was expressed very readily. Throughout my years at home, I witnessed my 
father bringing home his anger and frustration from work, with the negative emotions of 
his day being directed at my brother and me, primarily in the form of criticism and 
arguments. His discussion of work with my mother, which occurred at the dinner table, 
was filled with his victories and his frustrations from work, with little attention given to 
my mother's activities or the activities of my brother or me. 
I entered the job market in 1972 with an M.B.A., a new marriage, and a focus on a 
career in banking. My work ethic had been well-learned from my father, as well as an 
understanding that "real men" did not express emotions easily, if at all, with the 
exception of anger, of course. I recognize that I also derived a major part of my identity 
through my career. Job changes, career moves, both positive and negative, and the 
normal ups and downs of work were can·ied home and impacted my relationship with my 
wife, and later with my two daughters. At the same time, I found that my family life was 
carried over to my work environment, although I was able to compartmentalize the 
impact of my family much more effectively at work. However, a divorce after 18 years of 
marriage and the day-to-day separation from my daughters had a major impact on my job 
effectiveness. A subsequent marriage, approximately ten years later, impacted my job 
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effectiveness, sometime positively and sometimes negatively, while the difficulties at 
work most certainly impacted my relationship with both my wife and my daughters. 
As a Caucasian male with the opportunity to have received a good education, I 
have experienced privilege in my career. During the early days of my career, women 
were just beginning to assert themselves in the business world and demanding 
opportunities to handle responsibilities other than clerical and support positions. Yet even 
with this appropriate pressure being placed on organizations to recognize the valuable 
contributions of women, men were (and most often still are) the favored class for 
opportunities and recognition. My position as a member of a privileged class for all those 
years may impact my abi li ty to completely understand the participants' experience with 
emotions in the workplace and in the family, particularly those of women or men and 
women from non-dominant cultures. 
Given my work ethjc, commitment to my career, and the opportunities given to 
me, I was very successful in my career. The difficult business climate in the 1980's 
caused many banks to fail and/or consolidate with healthier banks. Tills consolidation of 
the industry also brought consoHdation within orgaruzations and the resulting elimination 
of many mjddle to upper management positions, forcing me, and many others, to consider 
other careers. While doing organizational consulting, I found myself being strongly 
encouraged by friends to consider counseling, and I made the decision to take 
introductory psychology courses to increase my understanding of the field. After 
completing a number of undergraduate courses in psychology, I decided that I did want to 
pursue an advanced degree in psychology. I was admitted to the Counseling Psychology 
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Master's Program and the following year to the Counseling Psychology Doctoral 
Program at Texas Woman's University. I continued to work throughout my time taking 
courses, and have remained in a counseling position at a community mental health 
agency since my two practica there. The family systems training I received at Texas 
Woman's University and my experience, fust as a practicum student and then as a 
counselor, have strongly impacted my beliefs in the individual operating within a number 
of systems, yet remaining the same individual in each system. I believe that an individual 
is impacted by complex demands and benefits from the many spheres of his or her life, 
and impacts individuals in those spheres. I believe that the individual retains his or her 
basic emotional make-up, and that the individual is not able to completely divorce 
himself or herself from the emotions experienced in one domain before moving to 
another domain. Inasmuch as those emotions are a part of the individual, emotions seem 
to travel with that individual, affecting him or her in whatever arena that individual is 
currently found. My coursework and my work with clients has allowed me to rethink my 
previously held beliefs that emotions could be blocked off, compartmentalized to the 
situation in which they occurred, and not processed, even in those cases in which 
emotions were identifiable. While I have had extensive feminist training in my 
coursework, this paper was not written from a feminist perspective. 
My biases are easily stated and were alluded to earlier: I believe that the effects 
of events occurring within the family and within the workplace are carried to the other 
environment and affect the individual and that individual's relationships in each domain. 
To expect emotions to be contained within one environment and have no effect on the 
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individual in other environments seems to fail to take into account the holistic nature of a 
person. 
Participants 
Participants were adult (over 18 years of age) men and women, currently in 
intimate relationships. The participants were also currently employed. Because the stress 
of being unemployed is so large and can be overwhelming for many people, interviewing 
participants not currently employed seemed to risk the inclusion of many confounding 
factors. An equal distribution of men and women participants was recruited to allow for 
examination of differences in the emotional experiences of men and women in their 
multiple roles and how those experiences impacted their other roles. 
Ideally, the number of participants in a qualitative study is determined in an 
emergent fashion , based on ongoing analysis of the data until saturation (no new data) is 
forthcoming (Patton, 1990). Given time and resource constraints, a sample of 12 (six 
women, s ix men) was used in my study. 
Procedure and Instrumentation 
Participants were recruited using a Recruitment Flyer (see Appendix A) 
distributed to and posted at several organizations in a large southwestern city, including a 
mid-sized manufacturing company, an independent suburban bank, a large general 
contractor, a clothing retailer, a human resources consulting firm, a suburban church, a 
mental health services provider, and the international student advising department of a 
community college. My hope was to recruit participants having different types of jobs, 
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different levels of responsibility, and different positions within the organizations in which 
they worked in order to broaden the base of experiences of participants. 
Specifically, I contacted acquaintances involved in the business community 
having a large network of individuals also involved in business and asked them to 
consider posting the flyers on bulletin boards in their organizations and to consider 
forward ing the flyer to individuals in other organizations. Participants then made contact 
with me either through e-mail or by telephone, and a time and place for the interview was 
set. Interviews took place in private at a location of the participant's choice that 
maximized the participant's confidentiality, including their own workplace, a neutral 
workplace, my borne, or the participant's home. During the initial contact with the 
participant 1 discussed the nature of the study and that I would be taping and transcribing 
the interview. I did not provide the participants with the questions in advance of the study 
and no participants inquired about the nature of the questions. 
Participants were informed in writing of the purpose of the study. Before each 
interview, they were given a packet of information, including a Consent Form (see 
Appendix B) that outlined the purpose of the study and the procedures that were taken to 
insure the anonymity of the data and a Demographic Information Sheet (see Appendix 
C). While I believed that participants were at a minimal risk for harm, the information 
packet included a warning that participating in the interview could stir up uncomfortable 
thoughts or feelings. Information on how to receive counseling was included in the 
packet. Information on how to contact the researcher was also provided as was an 
152 
opportunity to request info rmation on the study's findings. Each participant was offered 
remuneration of $30 for participating in the interview. 
A brief description of each of the participants is provided in Table 1: 
Table 1. 
Participant Descriptions 
Participant Description 
40 year-old woman Caucasian recruiter 
2 54 year-old woman Caucasian manager and recruiter 
3 30 year-old woman Hispanic administrative assistant 
4 28 year-old woman Caucasian administrator 
5 59 year-old woman Caucasian manager and business owner 
6 57 year-old woman Caucasian clerk 
7 39 year-old man Caucasian salesperson 
8 35 year-old man Caucasian construction manager 
9 3 1 year-old man African American accountant 
10 30 year-old man Hispanic maintenance person 
11 49 year-old man Caucasian manager and business owner 
12 4 7 year-old man Caucasian technician 
The six women participants and six men participants were from fairly diverse 
backgrounds. Of the 12 participants, nine reported that they were Caucasian, one reported 
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as African American, and two reported as Hispanic. One woman reported as Hispanic, as 
did one man and one man reported as African American. The mean age of the 
participants was 36.7 years with a range from 28 years old to 57 years old. The women 
participants had a mean of 44.7 years with a range from 28 years old to 59 years old; the 
men participants had a mean of 38.5 years old with a range from 30 to 49 years old. Nine 
participants reported having between one to four dependent children with a mean of2.0 
for the whole group; three participants reported having no dependent children. Four 
women participants reported having dependent children with a range of one to four 
children and a mean of 1.75 children. Five men participants reported having dependent 
children with a range of one to four children and a mean of2.2 children. 
Salary ranges were reported by aJI participants and are summarized in Table 2: 
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Table 2. 
Reported Participant Salary Ranges by Total Sample and Gender 
Frequencies 
Salary Ranges All Participants Women Participants Men Participants 
Below $15,000 0 0 0 
$15,000 to $30,000 2 
$30,000 to $45,000 2 I 
$45,000 to $60,000 3 1 2 
$60,000 to $75,000 0 
$75,000 to $90,000 0 0 0 
$90,000 to $1 05,000 0 
$105,000 to $120,000 1 1 0 
Above $120,000 2 2 0 
Based on this distribution, the participant group was fairly evenly distributed across 
salary ranges, with a slightly higher number (seven participants) reporting salary of less 
than $60,000 and five participants reporting salary above $60,000. It should be noted that 
no distinction between individual salary and total household income was requested. 
Educational background was reported by alll2 participants and is summarized in Table 
3. 
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Table 3. 
Participant Educational Level by Total Sample and Gender 
Frequencies 
Educational Level All Participants Women Participants Men Participants 
High School 3 2 
Some College 5 4 
Bachelor's Degree 3 1 2 
Master's Degree 0 
Ph.D. 0 0 0 
This summary reflects a distribution skewed toward a higher number of individuals 
having an educational level up to and including a Bachelor's degree, with only one 
individual having graduate level education. The type of job held was also reported by aJI 
participants and is summarized in Table 4: 
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years, while men participants had a mean of 11.8 years in first marriages and had a range 
of five years to 21 years. One women participant reported a second marriage of20 years, 
whiJe no male participants reported second marriages. 
Data were also collected on the number of years in current job and number of 
prior jobs for each participant. This information is summarized in Table 5. 
Table 5. 
Years on Current Job and Number of Prior Jobs by Total Sample and Gender 
Mean Number of 
Years on Current 
Job 
Range: 
Minimum 
Maximum 
Mean Number of 
Prior Jobs 
All Participants 
2 .16 years 
3 weeks 
5 years 
2 .67 
Women Participants Men Participants 
2.2 years 3.61 years 
3 weeks 2 months 
5 years 15 years 
2.2 3.17 
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Table 5 (Cont'd) 
All Participants Women Participants Men Participants 
Range: 
Minimum 1 
Maximum 6 3 6 
Interviews were conducted using a semi-structured format (see Appendix D). 
Specific questions were prepared in advance and were used as a guide when conducting 
all of the interviews. The advantage ofhaving the questions prepared was that 1 could 
focus on what was being said by the participant without having to be concerned with 
thinking of the next question to keep the interview going. While the interview form 
provided the areas to be covered, I also asked clarifying questions, questions designed to 
add additional depth to the specific area being discussed, and questions that hopefully 
allowed for a more thorough understanding of the participant's experience in that area. 
The interview form was designed to allow for comments and notes to be made on my 
observations and perception of the participant throughout the interview, although I found 
that 1 did not make notes during the interview, choosing instead to remain focused on the 
participant and his or her comments. Interviews were audio taped to allow verbatim 
transcription. The interview questions remained constant throughout the interviews with 
additional clarification of questions added if the participant was not clear about what was 
being asked. I did follow up with additional points raised by the participants in the 
interviews. This emergent process was characteristic of qualitative interviewing and 
159 
allowed responsiveness to changing conditions. Polkinghome (2005) stated that "the 
research process is an interactive one, moving from collection of data to analysis and 
back until the description is complete" (p. I 40). 
As part of the interview process, I solicited feedback from the participants in the 
form of member checks. These member checks consisted of the researcher asking all of 
the participants to review my transcriptions of the interviews for accuracy and for any 
additional insight fo llowing the interview and that review of the data. Patton (2002) 
stated that the function of member checks is to allow the researcher to add to the 
accuracy, completeness, fairness, and perceived validity of their data by asking 
participants to review and respond to that analysis. Miles and Huberman (1994) noted 
that the products of the study are presented to participants as a way of providing member 
checks on the accuracy of the analysis. All 12 participants agreed to review their 
transcripts, with seven participants responding that they had no additional comments, two 
participants adding additional comments, and three participants not responding after 
receiving their transcripts. A Contact Summary Form (see Appendix E) was completed 
immediately following transcribing each interview to record impressions of the general 
course of the interview, my impressions of the participant, the participant's behavior if 
anything seemed out ofthe ordinary, and any significant comments from the participant 
after the recorder was turned off. I noted behavior that seemed out of the ordinary, such 
as a participant who appeared to be struggling with his or her thoughts, a participant who 
was highly stressed, a participant who was uncooperative, or a participant who became 
very emotional during the interview. 
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I anticipated interviewing until saturation occurred, or until six men and six 
women had been interviewed. Saturation occurs when the researcher is able to fairly 
accurately predict the participants' description of their experience. Polkinghome (2005) 
noted that saturation occurs when new participants repeat what has been previously 
learned and no longer add depth or challenge the existing findings. Because of the 
scheduling of the interviews, it was not possible to begin coding to determine if 
saturation had occurred prior to interviewing the 12 participants. 
An audit trail, which is an ongoing record of all data collection and analytic 
moves, al lowed for confirmability of the data, the qualitative equivalent of reliability 
(Lincoln & Guba, 1986).The audit trail consisted of handwritten notes, verbatim 
transcripts of recorded interviews, field notes which included descriptions and 
interpretations of the participants, Contact Summary Forms, and analytic memoranda 
which outlined working theories and emerging patterns. Field notes also included details 
of member checks and details of meetings with the auditor and dissertation chair. Patton 
(2002) noted that an external audit by a disinterested expert can provide judgment about 
the quality of data collection and analysis. Hill et al. (2005) suggested that an auditor can 
check to insure that the data are represented accurately in the core ideas and thus provide 
detailed feedback at each stage of the analysis process. Cindy Seamans, Ph.D., served as 
the auditor. Dr. Seamans had qualitative research experience and had worked in the 
private sector for many years before returning for her Ph.D. in Counseling Psychology. 
As the auditor, Dr. Seamans checked the dependability of the study by serving as an 
external source reviewing the process by which the study was conducted. Dr. Seamans 
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reviewed the .initial coding scheme early in the coding process and supported using that 
scheme for developing the information on type of interaction and direction, that is, 
whether the participant felt the referenced effect to be positive or negative. The grouping 
of the various effect codes into behavioral, physical , affective, and cognitive categories as 
well as into the process and moderator codes and family and work codes was reviewed 
and supported. 
Several areas of developing trends were reviewed with Dr. Seamans including the 
low level of awareness of many of the participants of their own emotions and the process 
of participants becoming more aware as the interview progressed of those emotions being 
carried between work and family. The possibility of cultural differences being shown in 
some of the responses was discussed. 
All records of the identities of the participants were removed from the data. Audio 
tapes of the interviews, verbatim transcriptions, and notes are being kept in a locked file 
cabinet at the researcher's home. Only the researcher's dissertation committee members 
and the auditor have access to the notes. 
The audit trail, external audit, and member checks aJl served to enhance the 
credibility and trustworthiness of the qualitative data. Lincoln and Guba (1986) suggested 
that in qualitative research, credibility is simnar to internal validity, transferability is 
similar to external validity, dependability is similar to reliability, and confirmability is 
similar to objectivity. The authors additionally noted that qualitative research should be 
judged by dependability, that is, a systematic process followed systematically. Lincoln 
and Guba indicated that another criterion for judging qualitative work is authenticity, 
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which Patton (2002) explained as consciousness about one's own perspective, 
appreciation for the perspectives of others, and fairness in showing the values that are the 
bases of those perspectives. 
Patton (2002) stated that systematic data collection procedures, multiple data 
sources, triangulation, and external reviews can aid in producing qualitative data that are 
credible, trustworthy, authentic, balanced about the phenomenon under study, and fair to 
the people studied. He indicated several approaches in qualitative research add to the 
credibility of the resulting analysis. In addition to looking at the researcher's biases and 
making the biases explicit, engaging in a systematic search for alternative themes, 
divergent patterns, and competitive explanations reduces the suspicion that results were 
shaped by the researcher to fit his or her predispositions and biases. This approach also 
allows and encourages openness to alternative explanations of the experience offered by 
participants. Similar to testing for alternative themes is the search for and analysis of 
negative cases. Those instances and cases that do not fit within the identified patterns 
allow the researcher to look at the possible need to change the identified pattern, to 
broaden the identified pattern, or challenge completely the pattern or patterns identified 
by the researcher. Also, triangulation provides additional credibility through multiple 
methods of data collection and analysis. 
Triangulation can contribute to verification and validation of qualitative analysis 
(Patton, 2002). Triangulation can take several forms, including using different data-
co llection methods to examine the consistency of the research findings. Utilizing 
different data sources and using multiple perspectives or theories to interpret the data are 
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also forms of triangulation. A final form oftriangulation is using multiple analysts to 
review the research findings. Member checks and the external audit can be considered 
sources of analyst triangulation in this study. 
The purpose of triangulation is not to prove that different approaches provide the 
same results, but rather to test for that consistency. Inconsistencies in findings are 
revealing and important in more fully understanding the experiences of the participants. 
Analysis 
Strauss (1987) stated that grounded theory becomes grounded by systematically 
and intensely analyzing data, often sentence-by-sentence, or phrase-by-phrase of the field 
notes, interviews, or other documents. Through constant comparison of the data, 
extensive data collection, and coding, a well-constructed theory can be produced. The 
focus of the analysis is not merely on collecting or ordering a mass of data, but on 
organizing many ideas which have emerged from analysis of the data. 
Analysis began irnmedjately following the collection of initial data and was 
continually refined with the inclusion of additional data. Transcription took place 
following each interview rather than waiting until all interviews were completed. Because 
of the scheduling of the interviews and my desire to place the interview transcripts in the 
hands of the participants while their interest in the research remained high, coding was 
started following the completion of the interviews. Miles and Huberman (1994) noted 
that coding is analysis and that codes are tags or labels for assigning units of meaning to 
the descriptive information compiled during a study. Codes are usually attached to data of 
varying size - words, phrases, sentences, or whole paragraphs, connected or unconnected 
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to a specific setting. These codes can take the form of a straightforward category label or 
a more complex one, such as a metaphor. In the present study, direct category labels were 
used. 
Strauss ( 1987) suggested that all other codes or categories become subservient to 
the key code under focus, with coding then limited to those codes that relate to the core 
codes in significant ways so as to be used in an economical theory. As with other levels 
of analysis, the emerging theory is constantly compared to the data to ensure that the 
theory is grounded in the experiences of the participants. While the explicit goal of the 
proposed research is not to create a whole new theory of emotion in the work-family 
interface, it is expected that the process of grounded theory analysis will allow 
substantive expansion or modification of current theories. 
Throughout the analysis process, memo writing occured to provide a record of 
conceptual, procedural, and analytic questions and decisions. Memo writing captures the 
evolving ideas, assumptions, hunches, uncertainties, insights, feelings, and choices the 
researche r makes as a study is implemented and as a theory is developed. This provides a 
means for making transparent the interpretive, constructive processes of the researcher 
(Fassinger, 2005). In this way, memos become part of the data record and are brought 
into the analytic process. 
Thus, the analysis through coding initially focused on within-case analysis with 
the interview broken down into categories. As more data were gathered and additional 
themes were generated, between-case analysis occurred allowing for central themes to be 
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developed. From this analysis, a working model was developed, allowing for further 
explication of the transference of emotion between work and family. 
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CHAPTER IV 
RESULTS 
The interviews were each unique in the information provided and the experience 
of the participants. Some of participants were eager to talk about their experiences, often 
going outside the interview questions. Other participants volunteered that they were 
anxious initia ll y and then relaxed at the end of the interview, while still other participants 
seemed to remain somewhat anxious throughout the interview. Several participants 
expressed their concern that they would have nothing valuable to say or that they would 
not present their thoughts well. Each of the participants provided helpful information, 
each in their own way. 
T he words of the participants are reproduced in these results as often as possible, 
rather than attempting to trans late their experiences. Patton (2002) noted that using the 
natural language of the participants is standard procedure in qualitative research and 
allows the capture and communication of someone else's experience in his or her own 
words. Any names of participants and all those they referenced in the interviews have 
been changed to protect their confidentiality. 
Many ofthe interviews seemed to follow a similar pattern of the participants 
responding to the initial questions by disavowing any, or little, transference of emotion 
between work and their family. As each interview progressed, more emotions and the 
effects of those emotions were disclosed. One participant initiated the topic ofher 
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awareness of emotions from work and from home increasing throughout the interview 
and said: 
Participant: "This is making me think more about it than I have before. I thought I 
had a pretty definite opinion, but now I'm not so sure .. . " 
Interviewer: "So, you said that you had pretty definite opinions before we started 
talking, what were those?" 
Participant: "Well, I really thought that you don't ... transfer emotions to and from 
work. But, I think you do to the extent that I guess you want to or once you're 
made aware of it, that you're doing it, then you could choose to do it or not to do 
it. I don' t think it's something people think very much about." 
Four of the participants appeared to experience a need in the interviews to discuss 
an issue or several issues related to work or family experiences that remained relevant 
and seemingly hurtful for them. Even though these issues were often only tangentiaJiy 
connected to the subject of the transference of emotion between work and family, it felt 
important not to cut off their stories, but rather to listen respectfully. I was aware oftheir 
need to talk about the issues and the importance of my not offering advice or counsel to 
them, thus allowing them, what appeared to be, a cathartic experience with a neutral 
listener without beingjudged. 
This chapter will initially provide information on the process of the analysis, 
followed by the results of the interviews that address each ofthe initial research 
questions. The words of the participants will be quoted to provide additional richness to 
the data and to allow the participants' words to reflect their thoughts and feelings. 
168 
Interview Results 
The results will be detailed in separate sections specific to the three research 
questions posited at the end of the literature review. Because some of the fmdings are 
represented as summaries of the coding of the transcripts, an explanation of the initial 
portion of the coding is needed. 
The analytic process began during the interviews as the participants addressed the 
issues raised by the questions and as they addressed additional issues they felt relevant to 
the discussion. It would have not been possible, and I believe it would have been 
undesirable, to delay any interpretive thinking until all the interviews were completed. 
Rather, each participant generated thoughts on the investigative process as well as 
thoughts on work and family events. 
A more formal approach to analysis began with the process of transcription. I 
transcribed all the tapes myself and while that process was lengthy and time-consuming, 
the actual process of doing all the transcription was beneficial. The benefits seemed to 
come through the process itself: listening to the participant, usually many times, brought 
immediacy to the words, the participant's inflection, and sometimes to the participant's 
thought process. Laboring through the transcription forced a new look at what was 
actually said, with nuggets of information sometimes springing forth where none had 
seemingly been present in a portion of an interview. Conversely, the transcription 
process also occasionally seemed to take some of the weight from comments that felt 
significant when made in the interview and which, after or during transcription, with 
169 
multiple listenings to the same point, were no longer felt to have the weight or richness 
once thought. 
Immediately following completion of each transcript, the Contract Summary 
Form (see Appendix E) was completed for that participant. Rather than completing the 
Contact Summary Form immediately following the interview, I found that waiting until I 
had transcribed the interview added more depth to my impressions and thoughts. Waiting 
until the transcription was complete did not seem to interfere with my ability to recall 
details of the interview, and in fact, seemed to bring events and reactions more into focus 
than they may have been immediately after the interview. 
Following completion of all transcription, the transcripts were coded for content. 
The initial pass was one of several readings of the interviews to get an overall feel for the 
material covered. For the initial interviews, a period oftime had gone by since the 
interviews and transcription, necessitating my needing to become refreshed with the 
material. A detailed reading of each transcript then preceded underlining significant 
points made by the participant and noting these points and my reactions to segments of 
the interview in the right margin of the transcript. Coding of these significant points then 
took place with codes entered into the left margin (See Appendix F for an example of a 
coded transcript). 
Codes were developed to capture the effect of the work-family interaction on the 
participants, the type of interaction, i.e., from work to family or from family to work, and 
whether the participant perceived that effect to be positive or negative. The initial codes 
are shown in Table 6: 
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Table 6. 
Initial Codes 
Code Abbreviation 
(W) 
(M) 
WFP 
WF£ 
FWP 
FWI 
+ 
+/-
0 
Definition 
Woman participant 
Man participant 
Work to family transmittal of emotion - Personal effect 
Work to family transmittal of emotion- Interpersonal effect 
Family to work transmittal of emotion- Personal effect 
Family to work transmittal of emotion- Interpersonal effect 
Positive effect 
Negative effect 
Positive and/or negative effect 
No effect 
Additional coding was added to the initial coding based on particular thoughts or phrases 
in the transcription. These additional codes and their meanings are shown in Table 7: 
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Table 7. 
Additional Codes 
Code 
Ang 
Anx 
Bal 
Care 
Comfort 
Com part 
Confid 
Content 
Decomp 
Depress 
Dist 
Distract 
Our 
Fat 
Foe 
Frust 
Guard 
Meaning 
Anger 
Anxiety 
Balance 
Caretaking 
Comfortable 
Compartmentalization 
Confidence 
Contentment 
Decompression, transition 
Depression, sadness 
Distant 
Distracted 
Duration, length of experience 
Fatigue 
Focused,needtorefocus 
Frustration 
Guarded 
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Table 7 (cont'd) 
Code 
Guilt 
Happy 
Home Env 
Humor 
HHResp 
lrr 
Less Guard 
Less Pat 
Mag 
More self 
Play 
Pos Out 
Priority 
Prof 
Prox 
Quiet 
Rei w/chjld 
Rei w/part 
Resp to Compart 
Definition 
Guilty 
Happiness 
Home Environment 
Humor 
Household Responsibilities 
Irritable 
Less Guarded 
Less Patience 
Magnitude, size of event 
More able to be oneself 
Playful 
Positive Outlook 
Priority, importance to participant 
Professional behavior 
Proximity, closeness in time to transition 
Quiet 
Relationship with Child(ren) 
Relationship with Partner 
Responsibility to Compartmentalize 
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Table 7 (cont'd) 
Code 
Role 
Secur 
Self-foe 
Share 
Sleep 
Solitude 
Stress 
Traff 
Worry 
Yell 
Definition 
Perceived Role 
Security 
Self-focused, self-analysis 
Share, communicate 
Sleep difficulty 
Solitude 
Stress 
Traffic 
Worry 
Yelling 
Thus, coding was in the form of a string, such as: 
(W)WFP-Irr would reflect a statement of work to family transmittal of affect to 
the person, in this case a negative effect(-), with that effect being identified by the 
woman participant as irritability. (W)FWP+happ would reflect a statement of family to 
work transmittal of affect to the person, in this case a positive affect ( + ), with that effect 
being identified by the woman participant as happiness. (M)WFP-compart would reflect a 
statement of work to family transmittal of affect to the person, in this case a negative 
effect (-), with compartmentalization being identified by the man participant as the 
process utilized to manage that effect. 
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After each transcript was coded, a display was drawn representing the 
relationships described by the participant. This was an evolutionary process, with several 
revisions, before two models were developed that were then used for all the participants. 
Those models continued to evolve as I gained additional insight through the analysis 
process (see Appendix G). Sorting out the various interactions, while attempting to 
develop a di splay that was not a mass of parallel lines, intersecting lines, lines reflecting 
different power and intensity of reaction became more of a challenge. After the initial 
analysis, 1 moved to two models because of their ability to capture the reported 
interactions while maintaining enough simpljcity to be more easily understood, before 
settljng on a single model. The displays created will be shown below, accompanying their 
respective research questions. 
Research Questions 
Analysis of the data derived from the participants is broken down by research 
question. Included in the results for each question is a display summarizing that 
information. 
First Research Question 
As fust presented in the Introduction and Literature Review chapters, the first 
research question was: How do men and women's multiple roles interact? In particular, 
how are the emotions generated in one role carried over into other roles, and what impact 
does this transmission have? The answers to this question are called "effect codes," 
reflecting the emphasis on impacts in this study. This section includes results broken into 
the effect codes, directional and valence summary information, process and moderator 
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code information, and display information. Process codes reflected the processes uti lized 
to manage the transference of emotion between work and farniJy and the moderator codes 
reflected those things that impacted the intensity with which emotions from work or the 
family were finally played out in the other area. 
Effect codes. 
As the number of codes developed for the effects on the participants of work on 
family and family on work was unwieldy for providing much clarity, finding 
commonalities of code types and broader categories under which the codes could 
appropriately fit became necessary. The codes fell into one of four main groupings of the 
effects of work or home events on the participants in the other area, with the number of 
responses for each code shown in parentheses beneath the code. Codes may reflect effects 
experienced in the family, at work, or in both environments. These groupings are shown 
in Table 8 : 
Table 8 
Effect Code Groupings with Frequencies 
Behavioral Physical Affective Cognitive 
Caretaking Fatigue Anger Distracted 
(4) (6) (20) (22) 
Distant Sleep Anxiety Positive Outlook 
(13) (1) (8) (8) 
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Table 8 (cont'd) 
Behavioral Physical Affective Cognitive 
Guarded Confidence Self-focus, self-analysis 
(2) (5) (6) 
Irritable Contentment Stress 
(17) (5) (20) 
Less Patience Depression, Worry 
(3) sadness (14) 
(15) 
Relationship with Child(ren) Frustration 
(6) (14) 
Re lationship with Partner Guilty 
(1 0) (2) 
Yelling Happiness 
(1 0) (26) 
Security 
(5) 
The phrases and terms used by the participants to describe how the effects played 
out in their lives are presented below and support the codes and groupings previously 
noted. As the number of responses varied substantially between the effect codes and 
groupings, it was determined that the mean number of responses was nine with a standard 
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deviation of seven. Using those measures to create a decision rule, those codes having 
one to nine responses have been supported by one quotation, those codes with 10 to 17 
responses have been supported by two quotations, and those codes having 18 or more 
responses have been supported by three quotations. 
Behavioral. Effects 
• Caretaking: 
Probably when I'm alone I'm trying to really review the things that have 
happened and figure out how is it going to affect the people around me .... 
Because when you experience tragedy, you know like when my husband was 
in Vietnam, that was a lot ... we were new .. . we hadn' t been married too 
long, he was gone for nine months and I didn't know if he was corning back 
and those are just specific things I think in my life. When my dad died, or 
when my mom died, you know, that's something you don't want to go to work 
and say, "Oh, woe is me ... I'm depressed, you know, poor me ... or I should 
have ... people should pamper me" or whatever and then with my family I feel 
like I fell into the same, "Poor mom, she can't handle this" or ... I don't want 
to bring anybody down. So, it's better for me to deaJ with it on my own. 
• Distant: 
.. . because I'm usually not as cheery, as chipper ... you know, I tend to be 
more closed off .... I tend to be very closed off from them, because I don't . .. 
want them to feel like I'm bringing my problems to work. 
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If I'm in not a good mood, I tend to just kind of, I'll talk to you, but I won 't 
open up to you .. .. Yeah, I'm a lot more distant when bad things are going on 
around the house or, for that matter, around work. 
• Guarded: 
... you know, there's just things that I wouldn't want to bring up at work, 
because, and too, I don' t feel like I know some of the people at work -I don't 
really know them on a personal level, so I don't want to say anything that's 
gong to be offensive or that they think is just really out there or really silly, 
that's going to cause them to have doubts about me or thoughts about me that 
they shouldn 't have. 
• irritable: 
Oh, I would discuss it at work, I might feel , urn ... irritable ... 
He would probably say it ... that I'm a little bit more irritable . 
. . . I can be a little short-tempered at home if something has not gone good 
[sic] at the office. 
• Less patience: 
My tolerance at home is not as high as it should be at work and I'm really 
trying on ... trying to work on that . .. I have less patience with my family and 
with my kid ... 
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• Relationship with Child(ren): 
... she knows to basically leave me alone for the first 20 minutes I walk in the 
house. She ... the kids have a hard time with that and I'm trying to adjust that, 
because the first thing I do they come in "Daddy, Daddy!" let them run over to 
me and I'm like "OK, get away, get away" sometimes. But I try not to and 
"Hey, hey how're you doing?" and give them hugs and everything and then 
I' ll kind of, I ' ll catch myself staring off, I'll go change clothes, and I' ll take 
extra time changing clothes, or you know, or ... something to, I'll walk back 
outside and do something - something to kind of give myself a break before I 
come in and become the family man again. It 's hard for me to say, but the 
simple fact is, you should be a family man and all day one, but it's hard. 
• Relationship with Partner: 
... I would spill out that into being unhappy at him regarding things around 
the house. He would bear the brunt of some of my frustration at work . 
. . . and that has a tendency, for me, to come out negatively in, not anger, but, 
you know, I' 11 bark at the kids, I'll bark at my wife ... not so much to 
strangers, not so much to friends, but to family, probably takes the brunt of 
any negative impacts I have at work. 
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• Yelling: 
... there's stuff going on that I come home and I'm just frustrated, you know, 
I'm yelling more at my husband or at Jane, and I know it's not good, but as 
the same time, you can't exactly hold that in to the point of exploding. 
Physical Effects 
• Fatigue: 
So, as far as bringing stuffhome from work, just being tired and angry. 
• Sleep: 
... or 1 would go home and I would be completely stressed, couldn't sleep .. . 
Affective Effects 
• Anger: 
You know there's an effect, you get pissed off at work, sometimes you come 
home and you're still pissed off, and something happens at home ... close to 
going back to work, you're going back to work pissed off or something like 
that. 
Emotions that come to mind would be anger, lots of anger ... 
Participant: ... I will say, sometimes my wife and I, we have disagreements, 1 
won' t say fights, but we have disagreements and that will probably be another 
emotion that I would take home with me to work .. . 
Interviewer: What emotion would that be? 
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Participant: Oh, that'd be ... anger ... 
• Anxiety: 
... if I've had an argument with my husband or there's just a problem, maybe 
something we haven' t addressed yet, and the anxiety of just knowing that I 
have to deal with it, and then he comes in, you know, my boss, and if he's in a 
bad mood or he's angry about certain things .. . 
• Confidence: 
... if you feel confident and comfortable and secure in your home life then 
you'll carry that into your workplace a lot more so than you would if ... there's 
a difficulty at home, I think that's going to affect your work. 
• Contentment: 
So, I was a lot more tired in a physical sense, but emotionally satisfied. I felt 
like I was really, you know, accomplishing something and there was definitely 
.. . my content, my contentment and my ... I was a lot happier with my job. 
• Depression, sadness: 
Probably being annoyed or depressed. If you have a really hard day at work, if 
somebody did something that pissed you off at the end of the day . 
. . . if I was unhappy at home I would go to work and not be productive, I 
would want to rehash things. I would pick up the telephone and want to rehash 
things with him, so I know that I was not as productive and I was not as happy 
at work. 
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• Frustration: 
Interviewer: What emotions seem to go with you from work to the family? 
Participant: Frustration. Is stress an emotion? Frustration, sometimes anger. 
Frustration. There's a lot of frustration between work or things that you bring 
home from work . .. 
Interviewer: What emotions seem to go with you from work to the family? 
Participant: Frustration, on occasion. 
• Guilty: 
... like if I'm dropping her off at day care, and she's just having a really bad 
day, you know, she doesn ' t want to be there, she'd rather be with me or she'd 
rather be at ho me, you know, you leave and you feel really bad, even though 
there's nothing you can do about it 'cause you' ve got to work, but you can ' t 
help but feel guilty to a certain extent and you do take that with you 
throughout the day. 
• Happy: 
If something good happens at the office, you know, I've had a good day, I'm 
going to be in a good mood when I get home and, you know, be happy, and 
"Hey, let's go out to eat, we've had a good day" or "Hey, let's go do this or 
that'' and be in a good mood. 
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. .. happiness does, I mean, if you're real happy at home and something is 
good with the kids, you know, graduation or something, I'll bring the picture, 
something like that to work, you know, the fun things come to work with me . 
... sometimes positive emotions- a lot. Probably more than any others, you 
know, just happy that ... things are going well, happy that I've talked to them, 
happy about things that are going on in their lives. 
• Security: 
I' m comfortable at my house and my husband can't fire me, he can't look at 
me and go "Hey, that was really stupid, you're getting a demotion or you're 
getting fired." 
Cognitive Effects 
• Distracted: 
. . . realistically if you know that you' ve got a lot of deadlines and you 've got a 
lot of work that you need to have done quickly, you can't help but bring those, 
in some situations, you can't help but take it home. And maybe you aren't as 
focused on the conversation that you have with them, they're trying to tell you 
about their day or a situation, and even though you're looking at them, you're 
not truly focused on them, on what they're saying . 
. . . there's a tendency that sometimes ... when you're at home, your mind is 
still at work and when you're at work, your mind is still at home. 
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More distraction, more, honestly, more I really don't care if it happens or I' m 
not quite as worried about ifl have to get this project or this particular thing 
done. 
• Positive Outlook: 
. .. I try to stay upbeat at work and I do the same at home, of course, with 
children you have to, you have to be that way ... 
• Self-focus, self-analysis: 
You don't really address it to say process it, but you know, some things are 
better just leaving it alone. You know, there are some days when I' ll analyze 
the hell out of it, but that's just too much work everyday. 
• Stress: 
... if you have a bad day, lot of stress a t work, it takes a long time to get 
relaxed at home, so you' re still stressed . .. 
Just if I've had a stressful day at work or I have things at work that have been 
uncompleted, I take that home with me ... 
. . . so if we have a lot of things going on that provides stress that sometimes, 
that maybe carries over into work .. . 
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• Worry: 
.. . ifl'm worried about my wife or worried about my kids or something, I 
think that obviously will affect my attitude at work. 
Any more, it would just be worry or concern about my child. 
Directional and valence codes. 
Further analysis, consisting of counting the number of responses to each of the 
possible types of directional codes, that is, from work to family or from family to work, 
was also revealing, as shown in Table 9: 
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Table 9 . 
Directional Codes 
Combined 
Positive or Total 
Number of Negative Directional 
Code Responses Responses Responses Percentage 
WFP+ 21 
WFI+ 22 
WFP- 153 
WF I- 19 172 
WFP+/- 33 
WFJ+/- 2 35 229 56% 
FWP+ 29 
FWI+ 3 32 
FWP- 109 
FWJ- 14 128 
FWP+/- 19 
FWI+/- 5 24 179 44% 
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A review of this information, working from the right column to the left, shows that a 
majority of responses reflected that effects of work were transferred to the home 
environment, by a margin of 229 responses to 179 responses, or 56% to 44%. 
Table I 0 shows the type of response from all participants, whether the 
transference of the effect was positive, negative, neither positive nor negative, or both 
positive and negative. Directional information has been coUapsed. 
Table 10. 
Valence ofTransferred Affecl 
Valance Number of Responses 
Positive 54 
Negative 309 
Neither positive nor negative 48 
Both positive and negative 59 
The number of responses when totaled from all participants reflects an expressed 
transference of negative affect by an overwhelming amount, 309 negative responses to 54 
positive responses, an almost six to one margin. During the interviews, it was not 
uncommon for the participants, both women and men, to focus on their negative 
transference of emotion almost exclusively until I prompted for positive emotions. Their 
reaction when prompted for positive emotions was often one of surprise and perhaps a 
sudden awareness of the fact that their responses had been negative until that point. 
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In reviewing Table 9 and Table 10 together, several trends appear in the responses 
of the participants. As noted before, the effects of work are transferred more readily to 
the family than the effects of the family to work, and the effects transferred in both 
directions are heavily negative. A slightly higher number of positive effects were 
reported being transferred from the family to work (32) than from work to the family 
(22). At the same time, negative effects were transferred from work to the family by the 
higher margin to positive effects of almost nine to one (172 to 22), while negative effects 
transferred from the family to work compared to positive effects were almost four to one 
(128 to 32). It could be said that with this small sample, it appears that negative effects 
are more easily transferred in both directions, that more negatives flow from work to the 
family, and that positive effects are more easi ly transferred from the family to work. 
Process codes and moderators. 
In addition to the codes for the effects on the participants of work on family and 
fami ly on work, the participants described a number of processes utilized to manage the 
transference of emotion between work and family. Also, the participants described a 
number of moderators that impacted the intensity with which emotions from work or the 
fan1ily were finally played out in ilie oilier area. These process codes and moderator 
codes are shown in Table 11, with the number of responses to each code shown in 
parentheses beside the code: 
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Table 11 
Process and Moderator Codes 
Process Codes Moderator Codes 
Compartmentalization ( 46) Decompression, transition (6) 
Controlling Emotions (10) Duration (4) 
Responsibility to Compartmentalize (31) Focused (9) 
Sharing, communication (19) Home Environment ( 1) 
Household Responsibilities (14) 
Humor (5) 
Magnitude of the Triggering Event (18) 
Proximity (6) 
Responsibility to Compartmentalize (31) 
Role (30) 
Traffic (2) 
The phrases and terms used by the participants to describe how the processes and 
moderators impacted the transference of emotion between work and family are presented 
below and support the codes in Table 11 . As the number of responses varied substantially 
between the process codes and the moderator codes, it was determined that the mean 
number of responses for the process codes was 26.5 with a standard deviation of 15.5. 
Using those measures to create a decision rule, those codes having one to 26 responses 
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have been supported by one quotation, those codes with 27 to 41 responses have been 
supported by two quotations, and those codes having 42 or more responses have been 
supported by three quotations. The code Responsibility to Compartmentalize is shown 
both as a process code and as a moderator code as participants talked about their felt need 
to compartmentalize emotions from both work to family and family to work, thus the 
listing as a process code; at the same time, that felt need to compartmentalize emotions 
served as a moderator to reduce, while not completely eliminating, the transference of 
emotion for a number of participants. Quotations for Responsibility to Compartmentalize 
have been provided in the section on processes. 
Process Codes 
• Compartmentalization: 
I've always been fortunate that I can typically keep work at work and keep 
home at home ... 
I try not to bring my work at home, and you know, like problems that, you 
know, things that happen at work, you know, not to take it to the house ... 
. . . to try to leave both respectively my family problems at home, my work 
problems at work ... 
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• Controlled emotions: 
Yeah, not necessarily block them off, but more of a control factor. I can ... I 
pretty much control the emotions, so I don't ... I don't really exercise using 
emotions or things of that nature. 
• Responsibility to Compartmentalize: 
I would teJI them, "Leave work at work." I would telJ them, "Don't take that 
attitude home." How does their work life affect their home? ... How would it 
affect their home life? ... If they take it home, it's going to affect it a lot ... 
. . . one of my very favorite stories is the email that you've probably seen about 
the guy who has the little tree sitting outside in his yard. This man, with not .. 
doesn' t make very much money, you know, modest home, Jots of children and 
he brings somebody home with him at night and he takes his jacket off and 
puts it on the tree. And the person who's with him says "What, what is that?" 
And he says "That's my work tree. And this is where I leave work, so when I 
go into my home, I am .. none of it comes in with me." And I love that story. 
So, that's .. . that would be my advice for them. In fact, I told my son that he 
needed a work tree outside his front door. 
• Share, communicate: 
A lot of times if I have a bad day at work, I' II have to kind of unload on her 
(spouse], you know, "I can't believe what so-and-so did." And we do this a 
lot, we're able to at least, you know, listen and .. . you know you don't have to 
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offer the solutions, you know, you just have to have somebody to listen to. So, 
I think we're good at ... being able to download to each other, if you will, and 
just "I'm sorry, is there something, you know, you know" and, you know, 
she'll sometimes will notice that and I'll say, "Well, go back there and take a 
bubble bath," you know for her. "Just go back there and take a bubble bath, 
just go close the door, lock the door, the kids are going to be raising cain, but 
just go." And sometimes she'll walk over and hand me a beer, and she's done 
that in the past, you know, set it down, and you know, "You need this," you 
know that sort of thing. 
Moderator Codes 
It was determined that the mean number of responses for the moderator codes was 
10.5 with a standard deviation of 1 0.5. Using those measures to determine a decision rule, 
those codes having one to 1 0 responses have been supported by one quotation, those 
codes with 11 to 21 responses have been supported by two quotations, and those codes 
having 22 or more responses have been supported by three quotations. 
• Decompression, transition: 
And sometimes I do have a hard time going back and forth, it's a ... I have to 
have a decompression time sometimes on my way home, and that's one of the 
best ways I look at it .. . it's a decompression, it's a come off your attitude 
before you get home because, if you go home with the same attitude you have 
at work, in my particular situation, my wife is going to be, "Hey, you need to 
lose the attitude." 
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• Duration: 
If it's something that's going to be reconciled fairly quickly, you know, that' s 
going to be probably something I wouldn't share. 
• Focused: 
... at work you have to concentrate more, and so, if you're walking in pissed 
off and sad or something, it takes a little while to focus, but I think you get 
over it faster at work because you have to concentrate. 
• Home Environment: 
... what happens as soon as you get home, but you get home and Joyce starts 
bitching or Jane starts crying, it's going to be one thing. Ifl get home and 
they're playing, laughing, and I get a chance to relax a little bit, it'd be 
different. 
• Household Responsibilities: 
. .. there was a lot more work that the woman who worked had to do than the 
man had to do. And, urn, and I'm guessing a ... in some respects, that annoyed 
me . .. . 1 felt more pressure because I didn't have time ... on the weekend was 
the only time I could do what I needed to do and I felt like I worked all week 
and then on the weekends I had to, you know, do ... I had to do the cleaning 
and that type stuff. ... I just felt like more on my plate than he did. 
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... and then especially you come home and the whole we're married and 
50150 split- yeah! I don't really think that exists in very much [sic] 
marriages. I'd like to, you know, but I think you just have a lot more stuff to 
do, or I know I have a lot more work to do than my husband does. Even at the 
end of the day, I get home and he's on the couch. I might have 10 minutes 
there [laughs]. At the end of the day I've still got this to do, that to do, dinner, 
put the kids to bed, give Jane [daughter] a bath, whatever, you know, and he 
doesn't ever realize that this is just, you know, extra things that need to be 
done. As far as he's concerned, it gets done . ... And, I think that's why the 
frustration level for me has been a lot higher, because, you know, he doesn't 
help out with stuff sometimes, and in his mind set, you know, he's done his 
part for the day, he's home, he's done. 
• Humor: 
Participant: .. . humor, we laugh a lot about what goes on in my job. 
Interviewer: So do you carry the emotions of being ... thinking it' s funny 
home with you or does it turn into something funny once you all talk about it? 
Participant: I take it home funny. I entertain my husband, and the children 
when they' re there, with stories of my boss. 
• Magnilude: 
... the other factor is how big the issues is. And ... you know, if it's 
something significant, some major health problem ... we've been married long 
enough that if it was a fight, I don' t think I ever carry that back at work, you 
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know, it's just ... those kinds of emotions never register ... but, you know, 
something significant, if I think Mary is hurting in some way, that'll pre-
occupy me, but it has to be significant. 
Those times where I've either lost a job or knew that position wasn't working 
out and, boy, there's a job change on the horizon that I don 't want it to be and 
felt that was really going to be a major effect- those were the times when I 've 
carried it home more. 
• Proximity: 
... how close to the end of the day something happened .. . if my boss starts 
bitching right at the end of the day, it 'd be one thing, ifl don't see hjm for the 
last half an hour or something, it'd be different. So, that's just going to depend 
on ... probably what level or what happens just before you leave. 
• Role: 
. .. when I go home my role is husband and daddy and person who does a lot 
of things around the house and helps cook and do whatever, so when I get 
home, there's a lot more demands on me, I feel that are more personal 
demands. Obviously at work there are demands, but it 's not as emotional and 
personal to me, and so when I go to work, it's pretty much just me that I have 
to worry about. 
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At home, you know .. . I'm a spouse, I'm a mother, I'm a grandmother, I' m 
there for people if they need me. It's a loving environment, different types of 
responsibilities at horne, where at work, it's a team oriented business. 
And then at the office, you know, sometimes you clean up and you put your 
game face on, and you dress differently ... 
• Traffic: 
You know, one thing I haven't touched on, it almost seems cliche, but right 
now l'm workjng in XXX, it 's a long way from home and the traffic, ifl've 
had a rough day and then I have to fight traffic and I'm not in the mood and 
there are those external things that can affect how quickly I'm able to 
transition from home to work, from work to home. So, sometimes it's as 
simple as, you know, I was not in the mood to drive an hour home in the hot 
traffic and J did and that made me, continued to make me grumpier. 
Display. 
The information received from these analyses led to the construction of the 
djsplay shown in Figure 12. In this display, the individual is shown overlapping both the 
work environment and the famjly environment. Negative emotions from both work and 
fami ly are shown with multiple lines, reflecting the higher intensity of transference of 
effects reported by participants with the highest level of transference occurring from 
work to the family and is shown with three lines while the transference of negative 
effects from family to work is shown with two lines. Positive effects reported were 
197 
similar in magnitude from both family to work and from work to family, were 
significantly lower than were positive effects, and are represented with a single line 
because of that magnitude. Both positives and negatives were filtered through the 
processes participants reported using to manage that transference and the moderators that 
impacted the magnitude of the transference. Because the transference of negative effects 
was reported to be generally reduced, through the processes and moderators, from both 
work to family and from family to work, that reduction is represented with a dotted line 
emerging from the processes and moderators interaction into both the famiJy and work. 
Positive effects were not reported as being reduced through the processes or moderators; 
however, the participants reported that events occurring after arriving at work or with the 
family could curtail those positives. The magnitude of the effect being transferred was 
reported to impact the degree of transference with larger, more important effects 
transferring more readiJy to both family and work. 
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Figure 12: Work-Family Transmittal ofEmotions 
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The participants varied greatly in their apparent recognition of the work-family 
transmittal of emotion with some participants talking about it from the beginning of the 
interview while others seemed to start slowly with their acknowledging, or perhaps 
awareness of, the transference and then talking more about it as the interview progressed. 
The level of psychological and/or self-awareness seemed to be roughly tied to socio-
economic status (SES) for the participants. Because I asked the participants not to 
identify themselves on the Demographic Information Sheet to protect their 
confidentiality, I was not able to link specific interviews to that participant's 
demographic information; however, from the interviews themselves, it appeared that 
those participants having positions of more authority and responsibility in their jobs were 
more aware from the beginning of the effect work and home had on them. 
In two cases, both with men participants, the interviews reflected their belief that 
they did not transfer emotions between work and the family, and their positions were not 
modified to any large degree over the course of the interview. Control of their emotions 
appeared to be very important to these participants. Because one of these two participants 
was an African American man and the other a Hispanic man, I have wondered to what 
degree culture played a part in their expressions of controlling their emotions. At the 
same time, both reported prior incidents that may have impacted their desire to control 
their emotions. One of the participants reported: 
That's pretty much something I've kind of picked up on ... from ... bad things 
that have happened in the past. I pretty much learned to desensitize myself from 
emotions. I don' t usually express emotions, happiness of course, yeah, but I don't 
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find myself being angry or crying or things like that - just from things that 
happened in the past. 
The other participant stated: 
... I try not to bring my work at home, and you know, like problems that, you 
know, things that happen at work, you know, not to take it to the house, 'cause I 
know, you know, my wife, she'll be mad at things that happened. 
Interviewer: So she gets mad at you or mad at what happened at work? 
Participant: Well, actually she gets mad at both, you .know, so now, I just try to 
keep what happens at work, stays at work. 
Overall, the participants made clear their thoughts on the transmittal of emotions 
between work and family and the resulting effects on the participant and the participants' 
interpersonal relationships. The effects, as well as the processes used to manage that 
transmittal and the moderators that impacted the magnitude of the transmittal, took many 
forms, including compartmentalization, control of emotions, the felt need to 
compartmentalize, sharing and communication, household responsibilities, magnitude of 
the triggering event, and the roles participants perceived themselves playing. 
Second Research Question 
The second research question was: What are the constants in the individual across 
the work-family interface? This section will include results broken into family and work 
codes and display information. 
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Family and work codes. 
Participants' responses about family and work constants and differences seemed 
to reflect not only how the participants saw themselves in their work and family 
environments but also some of the ways they felt about each of the environments. These 
family and work codes are shown in Table 12, with the number of responses to each code 
shown in parentheses beside the code: 
Table 12. 
Family and Work Codes 
Family 
Balance (6) 
Comfortable ((8) 
Contentment (3) 
Humor (2) 
Less Guarded ( 4) 
More Self(4) 
Playful (8) 
Positive Outlook (8) 
Priority (6) 
Quiet (3) 
Role (13) 
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Work 
Guarded (6) 
Humor (3) 
Professional ( 1 0) 
Quiet (2) 
Role (17) 
Table 12 (cont'd) 
Family 
Security (5) 
Solitude (2) 
Work 
The phrases and terms used by the participants to describe the work and family 
similarities and difference are presented below and support the codes in Table 12. As the 
number of responses varied substantially between the family codes and the work codes, it 
was determined that the mean number of responses for the process codes was 6.1 with a 
standard deviation of 4.2. Using those measures to create a decision rule, those codes 
having one to six responses have been supported by one quotation, those codes with 
seven to 11 responses have been supported by two quotations, and those codes having 12 
or more responses have been supported by three quotations. 
Family Codes 
• Balance: 
Well, I believe it's important for an individual to certainly ... enjoy what they 
do at work, as far as employment, because that, in turn, makes things a lot 
easier emotionalJy and urn ... you know, family-wise at home. So, I think 
things like that are certainly intertwined, because you spend a lot of time at 
work and you spend a lot of time at home, but you know, the things ... those 
two things have to be balanced, I think, in order for you to be truly satisfied. 
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• Comfortable: 
. .. I'm probably more comfortable and confident in my personal life, in my 
roles in my personal life, than I am in those in my professional life .. .. And I 
think, as much as anything, that's a reflection of the relationship that I've got 
with my wife and my kids ... 
I'm just much more laid-back at home ... 
• Contentment: 
. .. I would carry positives from my home life, the confidence and comfort, the 
security and contentment, probably into the workplace. 
• Humor: 
... has been very consistent in my life is my sense ofhumor. And I love the 
fact that, you know, it helps ... it really makes a difference as far as like just 
being in a bad mood and suddenly you notice your freaking eyebrow's turned 
different than the other one and I' II just start laughing about it .. . 
• Less Guarded: 
... when you're at home you're not in that professional [of an J environment so 
you're not really ... tied down with any consequences or anything that you 
might do at your residence. Yeah, when you're at home you don't have to 
worry about professionalism or anything of that nature ... 
• More Self: 
Less myself, yeah, at work than at home. At home I'm just, I'm just me. 
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• Playful: 
... but when I'm at home with my wife, we're just kids, you know, we 
probably say some jokes and do some silly things that you'd never dream of 
doing in front of other people. And ... and we really do act ... you know ... I 
don't mean this in a negative way, I just mean it in a silly way, kind of 
juvenile and kind of retarded, you know. We do crazy, goofy things that we'd 
never do in front of anybody else. 
Well, I'm probably a little goofier when I'm with my family (laughs] than 
when I'm at, you know, when I'm at the office. Urn ... you know, I'm a pretty 
even-keel [sic] person so it doesn't vary that much, but, you know, I'll cut up 
a lot, urn, with my family and, and a ... that I don 't do necessarily at the 
office. 
• Positive Outlook: 
... I' m sure the home to work does affect me, like if things, you know, have a 
great weekend with the family, and the kids, and whatever reason we do 
something really fun and everything is perfect, I probably go back to work on 
Monday with a little bit more positive outlook. 
Interviewer: What about you is the same? What stays the same about you 
when you're by yourself, when you are with your family, and when you're at 
work? 
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Participant: I'm happy. I'm happy when I'm by myself, or along with my 
family ... 
Interviewer: Sounds like you're a really ... a pretty ... positive type of person? 
Participant: Yeah. 
• Priority: 
My personal view is that my home life is always going to be my home life, 
that my professional life is going to change and I've seen that and I probably, 
you know, recognize the happiness and contentment starts at home . 
. . . make it a point to spend time with your partner and just realize that work is 
just work, but you' re gong to have your family hopefully forever. And you 
really need to take care of them, more than anybody else. That's one of the 
things that my grandfather always said and I don't think I quite understood 
that until I actually had my own daughter. 
• Quiet: 
Participant: . .. I'm more like quiet when I'm around my husband .. . 
Interviewer: So you're quieter when you're around him? 
Participant: Yeah, I act like I don't do anything, but when I'm not with him 
I'm more, I do more stuff, like I joke around with people or whatever. And 
when I'm with him, I don't do that. 
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• Role: 
... I think the difference is the at-home Bill is the kid that, you know, grew up 
in the junk business, that, urn ... you know, and very, very down to earth and 
very everything's simple and basic ... let's say somebody who grew up on the 
lower side of the economic spectrum with ... with parents who could barely 
read and write, and so, that's part of me and when I'm home, that's probably 
more the Bill that my wife sees. 
1 can't say I'm the same person at work that I am at home, because my roles 
are different. 
Partjcipant: I'm more cheerful when people are around me than when I'm 
alone. I think I try and put up more of a happy, everything' s fine kind of 
person .. .. 
Interviewer: At home or at work? Or both? 
Participant: At work, sometimes at home, depends on who's there, if the kids 
are there, then definitely. 
• Security: 
... I would carry positives from my home life, the confidence and comfort, 
and security and contentment probably into the workplace. 
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• Solitude: 
... sometimes it's nice, you know, when Mark, you know, is doing something 
on a Saturday, and I have that time to myself, because I can just kind of, you 
know, unwind and just relax . . . So, I guess when I'm by myself, I urn .. . you 
know, I, I ... I, I don' t have that interaction with people which I really do 
enjoy, but I do like that quiet time ... 
Work Codes 
• Guarded: 
... where a t work, you're more guarded and more protected and so if 
something happened at work that would cause you to trigger your emotions, 
you might not react the same way, you'd be more ... aware of it, not aware of 
it, but more ... careful about how you responded to it. 
• Humor: 
1 kind of think I laugh a lot. You know like, if on the job and I remember stuff 
and I'll laugh, or I'll think of sometrung that I'm going to teiJ somebody and 
I' ll laugh or, you know, or something li ke that or if I'm with my family, you 
know, we' re laughing, when I'm at work we're laughing. 
• Professional: 
... while you're at work to try to keep a level head, try to stay professional .. . 
Participant: At work, I think there 's a certain image that you ... that I try to 
portray all the time. 
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Interviewer: And what would that image be? 
Participant: Efficient, organized, happy, cheerful, responsible. Although 
normally I am a lot of those things, but I just feel like when I'm at work I try 
harder to portray that than I do at home. 
• Quiet: 
I don ' t talk much at horne unless there's something to talk about and work 's 
the same way ... 
• Role: 
... there's people that work for me and work with me and that I work for, but 
those relationships are more professional than personal. So, it's easier for me 
to step into a professional role because there's not as many demands and 
emotional things going on, probably. 
I see myself as a lot more professional, a lot more responsible for a lot more 
things at work than I am at home. 
A different role and ... it's not that I don't feel relaxed and comfortable and .. . 
as confident around the people I work with as I would with my wife, but when 
I show up at work, I always feel, to some extent, my game face has to be on. 
Display. 
The information received from these analyses Jed to the construction of the 
display shown in Figure 13. In this display, the individual is again shown overlapping 
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both the work environment and the family environment. Boxes are linked to the overlap 
between the individual and work as well as to the overlap between the individual and the 
family. In these boxes, participants' responses about family and work constants and 
differences reflecting how the participants saw themselves in their work and family 
environments, in addition to what the participants felt was an appropriate way to handle 
the work-family interface, are shown. Participants described themselves as having a very 
different role to play in the family: a role in which balancing work and family was seen 
as important with a priority being placed on the family, a role in which they could be 
more playful, and could be more themselves and less guarded. If the response codes of 
comfortable, contentment, and security could be combined into an overarching code that 
captured a sense of well-being in the family, that code would have received the most 
number of responses. While it appeared from the transcripts that not all participants felt 
that way (one participant stated:" ... no, actually, sometimes it's more relaxing at work. 
A two-year-old kid screaming all the time, not all the time, but some of the time, sure, but 
it seems like all the time sometimes."), the majority of participants reported being more 
relaxed and at ease with their family as well as feeling that family was the more 
important priority between work and family. 
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Figure 13: Participants' Differences in Work-Family Domains 
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The work role described by the participants often involved projecting a professional 
image and being more guarded than at home, yet several participants mentioned humor as 
a component of who they are at work. 
As with the comments made by two participants about the transmittal of emotion 
that raised a question of cultural influences, that question was again raised for me in this 
analysis. The Hispanic woman participant talked of the difference in her behavior with 
others and at work, that is, she reported being outgoing, fun loving, and laughing a great 
deal of the time. Yet with her husband, she reported being quiet: " ... but when I'm not 
with him I'm more, I do more stuff, like I joke around with people or whatever. And 
when I'm with him, I don't do that." I found myself wondering if her reported behavior 
when she was with her husband, which was so different from her reported behavior with 
o thers, was a function of only the dynamics in her relationship with her husband, whether 
the behavior was a function of being a Hispanic woman in a partnership and her expected 
role in that relationship, a function of both, or other possibilities, including domestic 
violence. 
Overlaying Figure 12 showing the work-family transmittal ofemotions and 
Figure 13 showing participants differences in the work-family domains generates a 
display shown in Figure 14: 
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Figure 14: Combined Work-Family Transmittal ofEmotions and Participants' 
D ifferences in W ork-Family Domains 
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The variety of responses and the variety of perceptions of the participants as to 
how they see themselves being similar and being different at work and with the family 
showed some patterns. These responses largely indicated a level of comfort and the 
ability of the participants to be themselves at home, while fitting into roles they felt they 
had in the family. The responses about how they perceived themselves at work reflected a 
more controlled adherence to a professional role, with a felt need, expressed by several 
participants, to be more guarded. 
Third Research Question 
The third research question was: Are men and women different or similar in their 
experience of the impact of multiple roles and the work-family interface? This section 
will include results broken into the effect codes, directional and valence summary 
information, process code information, and family and work codes. Because each of the 
codes have already been supported by quotations from participants, no further quotations 
will be used to support the codes in this section. 
Effect codes. 
The codes developed for the effects for the participants of work on family and 
family on work within the four main groupings were broken out by gender, with the 
number of responses for each code shown next to the code, and the difference between 
the number of responses in each code for the women and men participants also shown. 
These groupings are shown in Table 13: 
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Table 13: 
Ejfecl Code Groupings by Gender 
Codes by Type 
Behavioral 
Caretaking 
Distant 
Guarded 
Irritable 
Less Patience 
Relationship with Child(ren) 
Relationship with Partner 
Yelling 
Physical 
Fatigue 
Sleep 
Affective 
Anger 
Anxiety 
All 
4 
13 
2 
17 
3 
10 
6 
5 
All 
6 
1 
All 
20 
8 
215 
Numbers 
Women 
3 
3 
2 
9 
3 
6 
3 
5 
Women 
6 
1 
Women 
12 
4 
Men 
10 
0 
8 
0 
4 
3 
0 
Men 
0 
0 
Men 
8 
4 
Difference 
2 
7 
2 
3 
2 
0 
5 
Difference 
6 
Difference 
4 
0 
Table 13 (cont'd) 
Codes by Type Numbers 
Affective All Women Men Difference 
Confidence 5 0 5 5 
Contentment 3 1 2 
Depression, sadness 15 8 7 1 
Frustration I4 10 4 6 
Guilty 2 2 0 2 
Happiness 26 15 11 4 
Security 5 2 3 
Cognitive All Women Men Difference 
Distracted 22 8 14 6 
Positive Outlook 8 5 3 2 
Self-focus, self-analysis 6 3 3 0 
Stress 20 9 II 2 
Worry 11 IO 4 6 
For this set of responses, the mean difference between women and men 
participant's responses was 2.84 with a standard deviation of2.88. Using these measures, 
a decision rule was created to determine the relative importance of the gender differences 
seen. A difference of six or more responses (approximately two standard deviations) 
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between women participants and men participants was thus considered relevant in each of 
the major code areas of behavioral effects, physical effects, affective effects, and 
cognitive effects. 
In the behavioral area, the only code that reached the cut-off was being di stant 
from others and was noted I 0 times by men participants and only three times for women 
participants. This reflects a reported tendency for several men participants in this sample 
to use distancing as a coping mechanism. Responses by participants that reflected their 
sense of being guarded, having less patience, yelling, and the use of solitude were only 
provided by women participants in each of these codes. Participants reported, in almost 
equal measures, irritability as an effect of the work-family interface. 
ln the physical area, neither of the codes reached the cut-off. Both fatigue and 
sleep difficulties were reported only by women participants. Perhaps with a man 
interviewer the men participants felt more compelled not to reveal anything that could be 
perceived as a weakness. 
In the affective area, frustration was noted by 10 women participants and four 
men participants as an effect of the work-family interface that they experienced. The 
transference of confidence between work and fami ly domains was noted only by men 
participants, while men and women participants both reported similar amounts of anxiety 
and depression or sadness being transferred. While not making the cut-off, women 
participants reported more anger (by a margin of 12 responses to 8 responses) and 
happiness (by a margin of 15 responses to I 1 responses) than did men participants. 
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Responses in the cognitive area that met the criteria for significance were 
distraction, having eight responses from women and 14 responses from men, reflecting a 
tendency for men participants in this sample to be distracted more than women as a result 
of the work-family interface. Women participants reported more worry being transferred 
between domains than did the men participants by a margin of 10 to four. In contrast to 
findings on "worry," both women and men participants reported similar amounts of 
transference of stress, being self-focused or engaging in self-analysis, transferring a 
positive outlook, and transferring contentment between domains. 
Looking at the number of responses for the women and men participants in the 
area of the effects of the transference of emotion between work and family, women 
participants provided 132 responses. Men provided 105 responses for the same area, a 
difference of27. 
Directional and valence codes. 
Directional codes, that is, those codes showing the transference of emotions from 
work to family or from family to work, are shown for each gender. The directional code 
analysis for women participants is shown in Table 14: 
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Table 14. 
Directional Codes for Women Participants 
Combined 
Positive or Total 
Number of Negative Directional 
Code Responses Responses Responses Percentage 
WFP+ 14 
WFI+ 15 
WFP- 77 
WFI- 11 88 
WFP+/- 20 
WFI+/- 21 124 61% 
FWP+ 10 
FWI+ 3 13 
FWP- 55 
FWJ- 4 59 
FWP+/- 7 
FWI+/- 8 80 39% 
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A review of this information, working from the right column to the left, shows that a 
majority of responses reflected that effects of work were transferred to the home 
environment, by a margin of 124 responses to 80 responses, or 61% to 39%. 
The directional code analysis for men participants is shown in Table 15: 
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Table 15. 
Directional Codes for Men Participants 
Combined 
Positive or Total 
Number of Negative Directional 
Code Responses Responses Responses Percentage 
WFP+ 7 
WFI+ 0 7 
WFP- 76 
WFJ- 18 94 
WFP+/- 13 
WFI+/- 14 115 54% 
FWP+ 19 
FWI+ 0 19 
FWP- 54 
FWI- 10 64 
FWP+/- 12 
FWI+/- 4 16 99 46% 
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A review of this information, working from the right column to the left, shows that a 
majority of responses reflected that effects of work were transferred to the home 
environment, by a margin of 115 responses to 99 responses, or 54% to 46%. 
A combined analysis of directional codes for women and men participants is 
shown in Table 16: 
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Table 16. 
Directional Codes for Women and Men Participants 
Combined 
Positive or Total 
Number of Negative Directional 
Code Responses Responses Responses Percentage 
Women Men Women Men Women Men Women Men 
WFP+ 14 7 
WFI+ 1 0 15 7 
WFP- 77 76 
WFI- I l 18 88 94 
WFP+/- 20 13 
WFI+/- 1 21 14 124 115 61% 54% 
FWP+ 10 19 
FWI+ 3 0 13 19 
FWP- 55 54 
FWI- 4 10 59 64 
FWP+/- 7 12 
FWI+/- 1 4 8 16 80 99 39% 46% 
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Reviewing the information presented in Table 16 reveals several differences in 
the responses provided by women and men participants. Women participants reported 
almost double the transference of positive effects from work to family {15 to seven) than 
did men participants. Men participants reported the transference of negative effects with 
94 responses and women participants reported 88 responses. The women participants 
reported a higher level of the transference of effects, which could be both positive or 
negative, than did men participants (21 to 14). Overall responses reflecting transference 
of effects from work to family were 124 for the women participants compared to 115 for 
the men participants. 
Looking at the data in Table 16 indicates other differences in the transference of 
effects from family to work. Men participants reported a higher level of transference of 
positive effects from family to work (19 responses to 13) than did women participants, a 
slightly higher level of negative effects being transferred than did women participants (64 
to 59), and double the number of responses indicating that effects could be both positive 
or negative ( 16 to 8). Men participants reported a higher level of transference of effects 
from family to work (99 to 80) than did women participants. While both men and women 
participants reported a higher level of transference of effects from work to family, women 
provided responses indicating that 61% of the effect was transferred from work to the 
family while the men reported 46%. Men participants also reported a higher amount of 
interpersonal effect of the transference of effects in the work-family interface than did 
women participants by a margin of 33 to 21 responses. 
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Table 17 shows whether the type of response on the transference of the effect was 
positive, negative, neither positive nor negative, or both positive and negative, and is 
provided for all participants, women participants, and men participants: 
Table 17. 
Valence a/Transferred Affect by Gender 
Number of Responses 
Valence All Women Men 
Positive 54 28 26 
Negative 305 147 158 
Neither positive nor negative 48 21 23 
Both positive and negative 59 29 30 
With the exception of negative responses, the number of responses from both women and 
men participants in each category is roughly similar indicating that these participants felt 
that they carried negative effects from work to family with basically the same frequency. 
Men participants indicated a higher level of negative transference than did women 
participants. 
Process codes and moderators. 
As previously noted, in addition to the codes for the effects on the participants of 
work on family and family on work, the participants described a number of processes 
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utilized to manage the transference of emotion between work and family. Also, the 
participants described a number of moderators that impacted the intensity with which 
emotions from work or the family were finally played out in the other area. These process 
codes and moderator codes are shown in Table 18, with the number of responses for each 
code shown beside that code for all participants, for women participants, men 
participants, and the difference in women and men participant responses: 
Table 18. 
Process and Moderator Codes by Gender 
Process Codes All Women Men Difference 
Compartmentalization 46 11 35 24 
Controlling Emotions 10 2 8 6 
Responsibility to Compartmentalize 19 13 18 5 
Sharing, communication 31 12 7 5 
Moderators ALI Women Men Difference 
Decompression, transition 6 0 6 6 
Duration 4 4 0 4 
Focused 9 4 5 
Home Environment 1 0 
Household Responsibilities 14 12 2 12 
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Table 18 (cont'd) 
Moderators All Women Men Difference 
Humor 5 4 3 
Magnitude of the Triggering Event 18 12 6 6 
Proximity 6 3 3 0 
Responsibility to Compartmentalize 31 13 18 5 
Role 30 7 23 16 
Traffic 2 0 
For the process code set of responses, the mean difference between women and 
men participant's responses was 7.42 with a standard deviation of7.11. Using these 
measures, a decision rule was created of a difference of 14 or more responses between 
women participants and men participants for relevance. Men participants reported using 
compartmentalization to help manage the work-family transmittal of effects by over a 
three to one margin: 35 responses from men participants and 11 responses from women 
participants. 
While neither the control of emotions nor the responsibility to compartmentalize 
categories reached the level of differences for the decision rule, it does seem that the 
relevant difference from eight responses from the men participants to two responses from 
the women participants for control of emotions and that the relevant difference from 18 
responses from the men participants to 13 responses from the women participants for 
responsibility to compartmentalize should be noted. Both of these categories seem to be 
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linked together with compartmentalization and appear to represent a pulling away from 
others and moving to contain the effects of the transmittal of effects in the work-family 
interface. 
Likewise, the difference from 12 responses from the women participants to seven 
responses from the men participants for sharing and communicating to help manage the 
work-family interface effects appears to be relevant. When contrasted to the strong 
reported difference in containment processes for the men participants, the difference in 
favor of the women participants in sharing and communicating appears to be important. 
For the moderator code set of responses, the mean difference between women and 
men participants' responses was 4.67 with a standard deviation of 4.58. Using these 
measures, a decision rule was created of a difference of 9 or more responses between 
women participants and men participants for relevance. The difference in the number of 
responses from women participants and men participants reached a level of significance 
for the moderator categories of household responsibilities and role. 
Women participants reported 12 times on household responsibilities playing a part 
in determining the intensity of transmittal of emotions in the work-family interface whjle 
the men participants reported only two times, a six-times greater response. As the 
negative nature of this moderator was shown in previous quotes about the perceived 
imbalance in household responsibilities by women participants, this difference 
emphasizes that imbalance. 
Role was the other moderator category that showed significance with 23 
responses from men participants and 7 responses from women participants. From this 
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information, it would appear that the men in this sample more clearly defined the roles 
they play in the family and at work than do women participants. 
Men participants were the only ones reporting the use of decompression in 
transitioning between domains. In contrast, women participants felt they are basically 
switching one job for another when going from work to the family and from the family to 
work. Anticipated duration of the particular issue from work or home was only noted by 
women participants, who also mentioned the magnitude of the issue impacting their 
transference of emotion by a margin of 12 responses to six for the men participants. 
Women and men participants mentioned the impact of proximity, or the closeness of a 
triggering event to the move to the other environment, and traffic equally as moderating 
the impact of their transference of emotion from one domain to the other. 
Family and work codes. 
The family and work codes are shown in Table 19, with the number of responses 
for each code shown beside that code for all participants, for women participants, men 
participants, and the difference in women and men participant responses. 
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Table 19. 
Family and Work Codes by Gender 
Codes by Type Numbers 
Family All Women Men Difference 
Balance 6 0 6 6 
Comfortable 8 2 6 4 
Contentment 3 2 
Humor 2 1 0 
Less Guarded 4 3 2 
More Self 4 2 2 0 
Playful 8 4 4 0 
Positive Outlook 8 4 4 0 
Priority 6 2 4 2 
Quiet 3 2 
Role 13 4 9 5 
Security 6 2 4 2 
Solitude 2 2 0 2 
Work All Women Men Difference 
Guarded 2 2 0 2 
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Table 19 (cont'd) 
Codes by Type Numbers 
Work All Women Men Difference 
Humor 3 2 
Professional 10 6 4 2 
Quiet 2 0 2 2 
Role 17 3 14 11 
For the family and work code set of responses, the mean difference between 
women and men participants' responses was 3.18 with a standard deviation of3.06. 
Using these measures, a decision rule was created of a difference of six or more 
responses between women participants and men participants for relevance. In the family 
codes, the felt need to attempt to balance work and family had a difference of six 
responses between women participants and men participants. Only men participants 
provided responses that indicated a felt need to balance work and family. 
The categories of perceived comfort, contentment, and security appear to have a 
common theme of general satisfaction and peace in the family. When those categories are 
combined, the total for all participants is 17 responses, the total for women is five 
responses, and the total for men is 12 responses. The difference of seven does hit the 
decision rule for relevance and may again reflect the difference in perceived roles for the 
women participants and the men participants. This may be a result of women seeing the 
family environment as being another work environment, that while providing comfort, 
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contentment, and security, nevertheless brings high levels of responsibility, physical 
work, and the need to emotionally caretake other members of the family. As one woman 
participant noted:" ... he doesn't help out with stuff sometimes, and in his mindset, you 
know, he's done his part for the day, he 's home, he's done." My sense from the women 
participants who reported this dynamic was that they did not feel like they had the option 
of being done when they were home. The categories of humor, the ability to be more 
one's seLf, being more playful, and having a positive outlook were shared equally 
between women and men participants. There was a difference of five responses between 
women and men participants about their family role, with men responding nine times 
about their family role while women participants responded four times. 
Within the work area, the differences between men and women participants ' 
responses to the category of role reached significance. Men participants talked about their 
role at work 14 times while women participants discussed role at work three times. The 
importance of role and the differences between men participants and women participants 
has been noted in three areas in this analysis with each of the areas reflecting higher 
responses by men. 
Displays. 
The information received from these analyses led to the construction of the 
display shown in Figure 15. In this display, the individual is again shown being involved 
in both the work environment and the family environment. Participants' responses about 
family and work similarities and differences reflecting how the women and men 
participants reported the more significant processes and moderators impacted their 
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transmittal of emotions in the work-family interface. Figure 16 combines these gender 
differences with previous displays showing the reported work-family transmittal of 
emotions and the participants reported differences in the work and family domains to 
provide a more complete model of the reported interactions between work and family 
reflecting gender differences in the way those interactions are managed. 
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Women: 
llouschold rcsponsibilitcs 
Ma&ninidc 
RC$1l. to Companmcntalizc 
Share 
Men: 
Decompression 
Role 
RC$Jl. to Cornpartmcnlaliz.e 
---+ Negative 
--• Positive 
........... ,. Reduced Negative 
Individual 
Family 
Figure 15: Gender Differences in Processes and Moderators 
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Women: 
Compartmentalize 
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Men: 
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Women: 
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Men' 
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Control of Emotions 
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Playful 
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Quiet 
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Security 
Figure 16: Combined Work-Family Transmittal of Emotions, Participants Differences in 
Work-Family Domains, and Gender Differences in Processes and Moderators 
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Reviewing the analysis of gender differences reported by the participants, several 
trends appeared. Table 20 displays all the codes that women participants responded more 
than men participants and men participants responded more than women participants: 
Table 20. 
Codes Breakdown by Gender of Majority Responders 
Women 
Relationship with Child(ren) 
Yelling 
Caretaking 
Guarded 
Fatigue 
Sleep 
Anger 
Frustration 
Guilty 
Happiness 
Worry 
Duration 
Household Responsibilities 
Magnitude 
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Men 
Distant 
Confidence 
Security 
Contentment 
Distracted 
Decompression 
Responsibility to Compartmentalize 
Role 
Compartmentalization 
Control of Emotions 
Comfortable 
Less Guarded 
Balance, Need to balance work and family 
Quiet 
Table 20 (cont'd) 
Women 
Humor 
Share, communicate 
Professional 
Men 
Women participants had more responses on those codes that reflected the 
expression or awareness of emotions, i.e., anger, frustration, guilt, happiness, and worry, 
while men participants had more responses on codes that reflected a tendency to control 
and manage emotions, i.e., distancing, distracted, responsibility to compartmentalize, 
control of emotions, and role. Women participants reported more household 
responsibilities, relationship with chiJd(ren), caretaking, fatigue, sharing and 
communicating, and more emphasis on being a professional at work. Men participants, 
on the other hand, reported more confidence, security, contentment, comfort, and the 
need for less guarded behavior in their family life. Women participants talked much less 
about the need to decompress or transition from work to the family or from family to 
work than did men participants, perhaps because women see themselves moving from 
one work environment to another work environment, with heavy responsibilities in both 
environments. Men participants reported the need and desire to work to achieve balance 
between work and family and saw their roles as more defined at work and in the family 
than did women participants. 
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Trustworthiness of Results 
Two forms of triangulation were utilized to broaden the trustworthiness of the 
analysis: member checks and auditor review of the data. Each fonn and its contribution to 
the trustworthiness will be discussed. 
Member Checks 
At the end of each interview, each participant was asked to review a copy of her 
or his transcript for additional thoughts or clarifications of her or his responses in the 
interviews and to return the transcript with notations to the interviewer. All participants 
agreed to review their transcripts, and nine of the 12 participants returned their transcripts 
after reviewing them. Of those nine, only two, one woman and one man, wished to make 
any additions or clarifications. The woman participant added clarification on the 
interview question concerning carrying emotions from work to the family and on the 
question concerning how a partner would respond if asked how work affects the 
partkipant when with the partner. In both of these cases, the additional information did 
not change any of the information previously provided and was coded for inclusion in the 
results. Three participants did not respond after receiving their transcripts. 
The response from the man participant was more detailed and was intended to 
summarize and focus the information he wished stressed. His summary is quoted below: 
.. . here are the key points I would convey: 
1. We travel to and from work with "baggage." When we arrive at work we need 
to unpack and lay aside our home issues and distractions. Likewise, when we 
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arrive at home we need to unpack and lay aside our work issues. I think it 
"unpacking time and methods" vary for each of us. 
2. It is fine and natural to be "different" at work and at home. Our roles are 
different as are the expectations and requirements. 
3. Under the right circumstances, our home life will make us better at work and 
our work life can make us better at home. Our spouses can give us the 
encouragement and support to be better than we would independently be. Our 
work life can give us confidence, training, interests, and skills that make us better, 
stronger and more resilient. 
4. BaJance and contentment may depend on our ability to shut off work and home 
worries when needed so as to function optimally. 
His comments seemed to echo and summarize the responses from the men participants in 
their sense of role identities, the need to transition from one role to another, the support 
and comfort found at home, and the need to attempt to balance work and family, often 
through compartmentalization. 
Auditor Review 
As the auditor, Cindy Seamans, Ph.D. checked the dependability of the study by 
serving as an external source reviewing the process by which the study was conducted. 
Dr. Seamans reviewed the initial coding scheme early in the coding process and 
supported using that scheme for developing the information on type of interaction and 
direction, that is, whether the participant felt the referenced effect to be positive or 
negative. The grouping of the various effect codes into behavioral, physical, affective, 
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and cognitive categories as well as into the process and moderator codes and family and 
work codes was reviewed and supported. 
Several areas of developing trends were reviewed with Dr. Seamans including the 
low level of awareness of many of the participants of their own emotions and the process 
of participants becoming more aware as the interview progressed of those emotions being 
carried between work and family. Dr. Seamans noted that the possible connection 
between women participants almost exclusively being the ones who talked about the 
pressures of having to manage household responsibilities, and men participants talking of 
home as being a place of comfort and contentment, supported the research showing that 
women continued to be primarily responsible for work in the home. We discussed the 
sense that this dynamic appears to be shifting some with younger individuals as men 
become more involved in the family and noted that the two men who did report sharing 
household responsibilities were both in their early 30's. The suggestion that the men 's 
increased sensitivity to taking more of the household responsibilities could well be 
looked at from a cohort standpoint was made. 
The possibility of cultural differences being shown in some of the responses, 
especially the responses from the two minority men participants about their controlled 
emotions and the Hispanic woman participant about her quietness when home around 
husband, was discussed. The fact that SES appeared to have an impact on psychological 
awareness, with higher SES participants having seemingly greater awareness based on 
their responses in the interviews, also emerged from our conversations. 
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The two forms of triangulation used in this study increased the level of 
trustworthiness of the results. Member checks and auditor review increased the 
information available to the researcher in looking at new approaches, looking for missed 
areas of interest, and developing concepts of the reported interaction of processes and 
moderators by the participants. 
241 
CHAPTER V 
DISCUSSION 
This chapter begins with a recap of the major findings of this study. Following 
thi s, implications for theory, implications for research, implications for practice, 
limitations of the study and final conclusions are presented. 
Summary of Major Findings 
This study examined the individual's experiences in the work and family domains 
and how these experiences are emotionally transferred to each other. The impact of that 
transference to other individuals in those domains, as well as gender differences in these 
processes, was examined. 
Effects of Transmittal of Emotion in the Work-Family Interface 
The responses from all participants indicated that the participants felt that the 
effects of work were transferred more readily to the family environment than the effects 
of the fami I y were transferred to the work environment, and that negative affect was 
transferred overwhelmingly more than was positive affect in both directions. Positive 
effects were transferred from the family to work slightly more than positive effects were 
transferred from work to the family. It could be said that with this small sample, it 
appears that negative effects were more easily transferred in both directions, that more 
negatives flowed from work to the family, and that positive effects, when present, were 
more easily transferred from the family to work. 
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The effects transferred by participants were coded into the four categories of 
behavioral, physical, affective, and cognitive impacts. Within the behavioral category, 
participants reported irritability, distancing, yelling, and their relationship with their 
partner, as being the behaviors they saw themselves exhibiting most and being transferred 
from work or from the family. The code for relationship with partner is included as a 
behavioral code as it was described by participants in terms of actions taken with regards 
to their partners, such as manifesting their anger or frustration. Fatigue was reported by 
participants as the physical effect they experienced the most. Affectively, participants 
mentioned effects of happiness, anger, depression or sadness, and frustration being 
transferred most readily. Distraction, stress, and worry were the effects most mentioned 
by participants in the area of cognitive effects. 
Participants also described a nwnber of processes used to manage the transfer of 
emotion between work and family as well as moderators that had an impact on the 
intensity with which emotions from work or the family were transferred to the other area. 
Responses indicated that these processes and moderators generally reduced the 
transference of negative effects into both the family and work. The processes and 
moderators did not have the same impact on positive effects, as those positive effects 
were not reported as being reduced in the transference. Participants did report that 
positive effects would often be stopped by events occurring after arriving either at work 
or in the family. Participants reported that compartmentalization, the felt need or 
responsibility to compartmentalize, sharing and communicating, and control of their 
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emotions were the primary processes used to manage the transfer of emotions in the 
work-family interface. 
Moderators most reported were the responsibility to compartmentalize, role 
identity, the magnitude of the triggering event, and household responsibilities. 
Responsibility to compartmentalize was seen as a moderator in addition to being a 
process, as participants reported that perceived responsibility often reduced the intensity 
of the effect being transferred, without completely halting the transference. Larger, more 
important effects, either positive or negative, were reported to be transferred more 
readily. 
Work-Family Differences 
Participants described themselves as having very different roles to play in the 
family and at work and reported that they saw balancing work and family as important, 
but with the priority being placed on the family. The reported roles of both women and 
men participants with the family was generally one that allowed them to be more playful, 
to be more themselves, and to be less guarded. A sense of well-being in the family was 
reported, by most but not all participants. The work role described by participants was 
one of projecting a more professional image and being more guarded. 
Gender Differences in the Effects of Transmittal of Emotion in the Work-Family Interface 
The results of the interviews, when examined from a gender-difference 
perspective, generated comparisons that highlighted ways in which the women and men 
participants saw themselves managing the work-family interface. In the behavioral effect 
codes, being more distant from others was reported by the men participants substantially 
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more than women participants. At the same time, only women participants reported being 
more guarded, having less patience, yelling, and the use of solitude as behavioral effects, 
possibly because of their higher level of emotional expressivity. Within the physical area, 
only women participants reported either fatigue of sleep difficulties. 
A relevant difference in the affective category was noted for frustration with 
women participants reporting a greater occurrence. Confidence was noted as being 
transferred only by men participants, while women participants reported both more anger 
and happiness than did men participants. Within the cognitive category, distraction was 
reported by men participants more than women participants, while women participants 
reported more worry being transferred. 
Women participants reported transferring more effects from work to the family 
than from the family to work by a margin of 61% to 39%, while men participants 
reported that same preponderance of effects going from work to the family, albeit at a 
smaller margin of 54% to 46%. Both women and men participants reported similar 
amounts of positive, negative, no effect, or both positive and negatives effects being 
transferred, with negative effects overwhelmingly being transferred most heavily for both 
women and men participants. 
Men participants reported using containment processes of compartmentalization, 
control of emotions, and responsibility to compartmentalize substantially more than did 
women participants. At the same time, women participants reported more sharing and 
communicating as part of the processes they used to manage the transference of effect in 
the work-family interface. 
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Household responsibilities were reported as a moderator more by women 
participants than men participants, while men participants reported a higher level of 
recognition of the different roles in which they saw themselves than did women 
participants. Only men participants talked of the use of decompression or transition from 
the family to work or from work to the family as a moderator. 
Within the family codes, men participants were the only reporters of the felt need 
to balance work and family and reported so at a higher rate than did women participants. 
Combining comfort, contentment, and security into a broader theme of general 
satisfaction and peace in the family, was reported more by men participants than by 
women participants. Within the work codes, the men participants reported more 
recognition or awareness of their role at work than did women participants. 
Throughout this gender-difference analysis, several of the differences seemed to 
be highlighted. Men participants reported more distancing as a coping mechanism, while 
women participants reported more of a sense of being guarded, having less patience, 
yelling and using solitude. This difference could be attributed to women being more 
emotionally expressive (Grossman & Wood, 1993; Kring & Gordon, 1998) and possibly 
feeling more comfortable talking about emotions in the interview than were men 
participants. Men participants reported more transference of positive effects from the 
family to work than did women participants, and women participants reported more 
transference of all effects from work to the family. 
Women participants used sharing and communication to manage the transference 
of effects in the work-family interface, while men participants reported more use of 
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containment processes including compartmentalization, responsibility to 
compartmentalize, and control of emotions. Men participants also reported using 
decompression or transition moderators to impact the intensity of effects carried from 
work to family or family to work, while women participants did not report these 
moderators. This could reflect the sense that women participants felt they are basically 
moving from one job to another in the transition from work to fami ly or family to work. 
TI1e women participants' reported impact of household responsibilities supported this 
proposition. Men reported a higher level of comfort, contentment, and security in the 
family than did women participants, which may be a function of the men participants' 
more highly defined roles at work and in the family as well as further supporting the 
sense that women participants do not see their jobs ending, only the roles changing 
between family and work. Several authors (Bianchi, Milkie, Sayer, & Robinson, 2000; 
Coltrane & Adams, 2001; Perkins & DeMeis, 1996; Silverstein, 1996) have noted that 
women do substantially more housework than men do, even when both work full-time. 
Because of the responses from different participants, I found myself wondering 
about the effects of socio-economic status (SES) on psychological awareness, as several 
participants of lower SES seemed to be less aware of their emotions and how those 
emotions impacted them than did participants from higher SES. Questions of the impact 
of culture on the reports of control of emotions and compartmentalization were also 
raised for me as a result of the interviews with two minority men participants who both 
voiced strong feelings about the need to control their emotions and compartmentalize 
what occurred at work and in the family. 
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Implications for Theory 
The results obtained from the participants of this study supported a number of 
studies, theories, and models noted in the literature review, as well as generating results 
which were in conflict with other findings. These similarities and differences will be 
examined in sections that correspond to the areas of the literature review in which the 
original research or theories were summarized. 
Gender Role Socialization 
The lite rature review on gender role socialization, in particular the two sections 
on gender role development and gender role conflict, did contain studies which the 
findings of this s tudy did support or contradict. Those studies and the relationship to the 
results of my study are noted in the sections below. 
Gender Role Development 
Brody and Hall (2000) noted that interpersonal goals for women and men may 
differ, including social motives such as the need for intimacy versus control. They also 
noted that women have been found to refer to both positive and negative emotions more 
often than men in conversation with others and in their writing samples. Results of my 
study supported Brody and Hall's assertion as women participants had more responses on 
the codes that reflected the expression or awareness of emotions including anger, 
frustration, guilt, happiness, and worry. Men participants responded more on codes that 
reflected a tendency to control and manage emotions, such as distancing, distraction, 
responsibility to compartmentalize, and control of emotions. 
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Kring and Gordon ( 1998) found similar results in their two studies. They reported 
that women were more expressive than men but that women did not report experiencing 
more emotion than men. An earlier study by Grossman and Wood (1993) found that 
women self-report more intense experience of emotions than men, more intense 
expression of emotions and greater comfort with the tendency to seek out emotional 
experiences. These authors also found that women not only reported more intense 
emotional experience than men, but that women also generated more extreme 
physiological reactions. Grossman and Wood's finding that women have a greater 
comfort in seeking out emotional experiences may account for the higher occurrence of 
emotions expressed in my study. 
Hyde's (2005) meta-analysis on psychological gender differences found support 
for the gender simi larities hypothesis which stated that men and women are alike on most 
psychological variables, but not alike on all variables. Gender differences were found in 
some motor behaviors, some aspects of sexuality, and a moderate gender difference in 
aggression. Hyde cautioned that overstated claims of gender differences can cause harm 
in women's opportunities in the workplace, couple conflict and communication, and 
examining self-esteem problems among adolescents. 
Heesacker et al. (1999) cited other research to support their assertion that women 
are stereotypically portrayed as being hyperemotional while men are stereotypically 
portrayed as being hypoemotional, and that the research suggested that women and men 
are emotionally more similar than different. The fmdings that women and men are more 
al ike emotionally than different have not been supported by the research in my study, 
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with the caveat that negative emotions were reported as more frequently transferred 
across domains by both men and women. 
Gender Role Conflict 
Mahalik (1999) suggested that there are specific cognitive distortions that gender 
role socialization imparted to men and that men received messages from society 
organized around several themes. One of those themes, that men must maintain control of 
their emotions and not show their emotions, was supported by my study through the more 
frequent responses from men about controlling and managing their emotions. Another 
message, that work is primary for men to the point of putting their work ahead of their 
personal relationships with family and sacrificing family relationships in order to get 
ahead, was not supported. Men reported twice as many responses concerning the 
importance of family over work than did women participants. This response pattern could 
be reflective of the increased need men are beginning to feel in bringing balance to their 
roles in the family and work. 
Zamarripa, Wampold, and Gregory (2003) looked at the generalizability of the 
gender role conflict constructs of success, power, and competition; restrictive 
emotionality; restricted affection between men. Their study also examined conflicts 
between work and family for women. Their results showed that men, compared to 
women, showed more restricted emotionality, more restricted affect, greater success, and 
more restricted affection, particularly for other men. As noted above, results of my study 
would support Zamarripa, Wampold, and Gregory's fmdings of restrictive emotionality. 
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While there is some evidence that there may be ethnic differences in perceptions 
of men and women in their work and family roles, the results of the current investigation 
are inconclusive (due to n= I) regarding these earlier findings . In previous research, Blee 
and Tick.mayer ( 1995) examined racial differences in African American and Caucasian 
men's attitudes about women's gender roles and found that African American men were 
more liberal than Caucasian men in their attitudes towards working wives. Casas, 
Wagenheim, Banchero, and Mendoza-Romero (1995) as well as Fragoso and Kashubeck 
(2000 looked at machismo and defined it as varying from a highly male-dominant 
position of arrogance toward women to a schema of male dominance with positive and 
negative components. Fragoso and Kashubeck's study found higher levels of machismo 
and restrictive emotionality associated with higher levels of depression and stress. While 
I did not probe for this, neither the women participants nor the men participants in my 
study talked specifically of their role as being superior or subordinate to their partner or 
of having a culturally defined role into which they were expected to fit. All participants 
seemed to convey a sense of respect for their partner and respect for the employment 
situation of their partner. It should be noted that there is research examining cultural 
inferences on emotional expression, but cultural emotional scripts were not the foucus of 
the investigation (Kitayama & Markus, 1994). 
In their study, Larson, Richards, and Perry-Jenkins (1994) noted that emotions are 
often more positive when an individual perceives an activity to be voluntary. With 
traditional gender role assignments of work in the home, the perceived voluntariness of 
the work is likely to be a major difference for men and women. Women may see their 
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work done in the home as more obligatory, with men seeing their work within the home 
as more voluntary. The strong position taken by women participants in my study about 
household responsibilities and their perception of imbalance in those household 
responsibilities compared to their partner' s responsibilities would support Larson, 
Richards, and Perry-Jenkins' assertions. 
Similarly, Perry-Jenkins and Crouter (1990) noted that even in families in which 
both partners are employed, if the father is seen as the primary breadwinner, women 
could see their work done in their occupation as being more voluntary and more positive, 
while men could see their work as more obligatory and negative. Perry-Jenkins and 
Crouter' s research found that men reported more positive average experience in the 
home, while mothers reported more positive average experience away from home. Their 
finding that men reported more positive experience in the home was supported by men 
participants in my study as men participants reported a sense of safety, peace, and 
contentment in the home much more strongly than did women participants. Perry-Jenkins 
and Crouter suggested that many men may see their time at home as discretionary and, as 
a result, do less family work than women and experience greater choice over their 
activities. Feeling that they have less choice doing housework and child-related activities 
than do men, women may feel that the family domain is a less positive experience and 
that household responsibilities spill across all time at home. Accordingly, women may be 
less able to establish a boundary between work and leisure and feel that they have less 
choice and discretion over their time at home. McBride (1990) also noted that women 
employed outside the home deal with the stresses associated with their occupational role 
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while maintaining responsibility for the bulk of the household responsibilities; this was 
true in the present study as well. Such dynamics may reflect the entitlement that 
sometimes accompanies traditional male gender socialization (Steil, McGann, & Khan, 
2001). 
Work-Family Conflict 
Much of the research on work-family conflict dealt with the theories of how work 
and family impact each other and the effects of that impact on individuals and their 
fami lies. As the participants of my study reported on the effects ofthe work-family 
interface, there were a number of areas in which the results of the study supported or 
contradicted the findings noted in the literature review. As before, this review was broken 
down into those sections in which reported results from participants overlapped with the 
findings of the literature review. 
Spillover and Crossover in the Work-family Interface 
The carryover of emotions, attitudes, and behaviors from either work to the family 
or family to work is the basis of spillover theory, which has been the most popular of the 
theories on the work-family interface. Crossover has been defined as the dynamic that 
exists when the mood of an individual from work crosses over to impact the mood of a 
partner or family member, or the mood an individual carries from the family impacts 
other individuals in his or her workplace. 
Lambert (1990) noted that spillover can be both direct and indirect, with work 
affecting family life indirectly through impacting a worker's behavior, emotions, and 
attitudes, which are then carried to the family. Matthews, Conger, and Wickrama (1 996) 
253 
stated that spillover can be both positive and negative. Participants in my study reported 
effects and the transference of behavior, emotions, and attitudes that support Lambert's 
and Matthews, Conger, and Wickrarna's assertions. 
A number of researchers, including Adams and Jex (1999); Belsky, Perry-Jenkins, 
and Crouter (1985); Doby and Caplan (1995); Higgins, Duxbury, and Irving (1992); 
Hughes and Galinsky (1994); Kararnbayya and Reilly (1992); Leiter and Durup (1996); 
Matthews, Conger, and Wickrama (1996); and Staines (1980) have conducted research 
that showed the effects ofwork on the family. Orthner and Pittman (1986) and Crouter 
( I 984) found support in their research for the positive effects of home on work, 
particularly the positive effects of family support on the work environment for 
individuals. Responses from all participants in my study reported work-to-family 
transference of effects 56% of the time and family-to-work transference of effects 44% of 
the time, supporting bi-directional transference. 
Holland's (1973, 1985) theory of vocational choice suggested that personality and 
career matching determines the level of satisfaction an individual would experience in his 
or her job. Holland suggested that if the match was not a positive one, the individual 
would leave the field in which he or she worked. Unfortunately, many individuals may 
not be able to leave the field or job in which they find themselves, leading to frustration 
and the possibility of the transference of negative effects and emotions into the family. 
Rogers and May (2003) reported that their research found evidence of positive 
and negative spillover contributing significantly to marital satisfaction and job 
satisfaction. Women and men participants in my study talked of their experience of work 
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effects directly impacting their relationship with their partner, and to a lesser degree, 
some carryover of family effects which impacted their relationships at work. Similarly, 
Hughes and Galinsky (1994) found that psychologically demanding jobs, with little 
support, may leave workers emotionally drained and unable to fulfill partner role 
expectations. Doby and Caplan (1995) found that anxiety about an employee's reputation 
with his or her supervisor was likely to generate anxiety in the home. Both Hughes and 
Galinsky's and Doby and Caplan's research was supported by comments from 
participants about feeling emotionally exhausted from interactions with supervisors, 
worrying about work activities not being completed, or supervisor comments being 
carried to the family. 
Responses from participants in my study about the effects of work being 
transferred to the family in the form of irritability and distancing from partners and 
children supported Costigan, Cox, and Cauce's (2003) research findings that a negative 
interpersonal atmosphere at work was related to decreased positive parenting and 
increased negative parenting. Research by Crouter, Bumpus, Maguire, and McHale 
(1999); Frone, Russell, and Cooper (1992); MacEwen and Barling (1994); Grzywacz and 
Marks (2000b); and Gutek, Searle, and K.Jepa (1991) found evidence of the bi-directional 
nature of work-family conflict. These findings of bi-directionaiity were supported, as 
noted above, in my study. Likewise, the present study found evidence of each of the four 
distinct dimensions of work-family interface delineated by Grzywacz and Marks: 
negative spillover from work to family, positive spillover from work to family, negative 
spillover from family to work, and positive spillover from family to work. 
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Roehling, Jarvis, and Swope (2005) examined gender differences in negative 
work-family spi llover by African American, Caucasian, and Hispanic participants' 
parental status. Their research showed that Hispanics had the greatest difference between 
women and men on negative work-to-family spillover and negative family-to-work 
spillover, with women experiencing the hlgher levels of spillover. Those employees with 
children in the home reported higher levels of negative work-to-family spillover than 
those without children. In this study, African Americans and Caucasians had similar 
levels of gender differences on both negative work-to-family and negative family-to-
work spillover. When children were in the home, Caucasian women reported higher 
levels of negative work-to-family spillover than did men, and similar levels of negative 
levels of work-to-family spillover to men when no children were in the home. The 
Hispanic woman participant, the Hispanic man participant, and the African American 
man participant all reported little, if any, spillover from work to family or from family to 
work. Both of these men participants reported emotional control and 
compartmentalization as important methods of managing the work-family interface and 
talked about their belief that work and family should remain separate. The Hispanic 
woman participant reported slightly more transference of effects from both work to the 
family and from family to work, of both a positive and negative nature, than did these 
two men participants. 
Aryee, Fields, and Luk ( 1999) looked at the cross-cultural generalizability of bi-
directional spillover among married Hong Kong employees compared to employees in 
the United States. The results of their research showed that for Hong Kong employees, 
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life satisfaction was influenced primarily by work-to-family conflict, while the life 
satisfaction of American employees was influenced primarily by family-to-work conflict. 
Hill, Yang, Hawkins, and Ferris (2004) analyzed the data from a survey of over 25,000 
ffiM employees in 48 countries for bi-directional spillover and found that work was more 
detrimental to family than family was detrimental to work. That study also found that 
women were found to experience more family-to-work conflict than men. While life 
satisfaction was not measured in my study, the responses from participants did not 
support Aryee, Fields, and Luk's findings that family-to-work conflict was primary for 
the participants as more negative responses were indicated for work-to-family 
transference of effects than negative family-to-work responses. Hill et al. 's finding of 
work being mo re detrimental to family was supported in my study; however, women 
participants reported family-to-work transference of effects less than did men 
participants. Hill et a l. 's finding that women experience more family-to-work conflict 
was not echoed in the results of the present investigation. 
Guilt was noted by women participants in my study when forced to leave a child 
at daycare or not to attend to a family member's illness because of work demands. These 
responses supported Matthews, Conger, and Wickrama's (1996) findings ofwork 
pressures triggering negative emotions as a result of interference with family role-related 
responsibilities. Matthews, Conger, and Wickrama also found that work-generated 
negative moods could spillover into the home and that the resulting psychological distress 
influenced the perception of marital quality and stability by increasing hostility and 
withdrawal and decreasing warmth and supportiveness in marital interaction. The 
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responses from my study's participants indicated the use of withdrawal and the 
transference of anger and irritability from work-to-family, as well as from family-to-
work. 
Schulz, Cowan, Pape Cowan, and Brennan (2004) reported that husbands were 
more likely to withdraw from marital interaction, while wives were more likely to be 
verbally confronting, critical, and conflict-engaging as a result of men 's greater 
discomfort with experiencing negative emotion. In keeping with Shulz et al., men 
participants in my study reported more withdrawal and women participants reported more 
expression of negative emotions. Schulz et al. found that more negatively arousing 
workdays were linked to angrier marital behavior for women and less angry and more 
withdrawn behavior for men, which matched with descriptions of their behavior by 
women and men participants in my study. Schulz et al. noted that women have typically 
been responsible for more of the family and child-related tasks than men and as a result 
have larger family role obligations. Because of these larger family role obligations, 
women may have less freedom to vary their nightly engagement in family role 
obligations, even after a difficult day at work, and have less opportunity to withdraw 
from household responsibilities, leading to a restriction of alternative ways of dealing 
with transferred negative work effects and more angry behavior. 
Contrary to the findings of the other research on work-family conflict, 
Parasuraman, Greenhaus, and Granrose (1992) found no evidence of spillover from 
work-to-family or family-to-work, a finding that was not supported by my research. 
Parasuraman, Greenhaus, and Granrose noted that this lack of transference could be 
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attributed to compartmentalization. While my research found strong support for 
compartmentalization in both women and men participants, the evidence of both work-to-
family and family-to-work spillover was still clearly evident. 
As defined above, crossover is the dynamic of work stress experienced by an 
individual leading to stress being experienced by that individual 's partner at home. 
Westman and Etzion 's (1995) research found evidence of crossover, as did Costigan, 
Cox, and Cauce's (2003) work which found evidence of crossover from mothers to 
fathers, but not from fathers to mothers. Crouter et al. (1999) suggested that research 
indicated crossover effects may be different for husbands and wives, with wives 
buffering husbands who were experiencing high levels of work related stress, but that the 
reverse did not occur. Research by Rook, Dooley, and Catalono (1991); Raudenbush, 
Brennan, and Barnett (1 995); and Gareis, Barnett, and Brennan (2003) also found 
evidence of crossover effects. My study did not directly address crossover effects and the 
focus of the interview was on the participant, not the reaction ofthe partner; however, 
several participants did mention their partners being affected by behavior or feelings 
brought to the family by the participant. 
The responses of the participants in my research strongly supported other research 
on spillover in the work-family interface. Specific effects of that spillover noted in 
research cited in the literature review, however, ran the gamut of supported, partially 
supported, or contradicted by the experience reported by women and men participants in 
my study. 
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Emotional Contagion in the Work-family Interface 
Hatfield, Caciappo, and Rapson, (1994) defined emotional contagion as" ... the 
tendency to automatically mimic and synchronize facial expressions, vocalizations, 
postures, and movements with those of another person and, consequently, to converge 
emotionalJy" (p.5). Doherty, Orimoto, Singelis, Hatfield, and Hebb (1995) suggested that 
traditional gender roles have taught men and women to be differentially sensitive to the 
emotional states of others, with women socialized to be nurturant, emotionally 
expressive, and emotionally responsive, where men are socialized to try to deal logically, 
coolly, and instrumentally with the demands of the outside world. Women participants in 
my study reported higher usage of sharing and communication to assist in managing the 
transference of effects in the work-family interface, while men participants reported more 
use of containment processes of compartmentalization, control of emotions, and 
responsibility to compartmentalize than did women participants. These findings 
supported Doherty et al. ' s suggestion that gender roles cause differential sensitivity to 
emotional contagion and the management of the affect transferred. 
Barsade' s (2002) research findings suggested that emotional contagion occurred 
in groups. He further suggested that an individual can be influenced by the mood of 
individuals at work, with that resulting mood being transmitted into the family. 
Participants in my research did talk of being emotionally impacted by co-workers, and 
especially by supervisors, and finding that they carried that emotional impact back to the 
family. 
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Role Conflict in the Workfamily Interface 
Gutek, Searle, and Klepa (1991) studied work-family conflict from a role 
perspective and found that women reported more work-to-family influence than did men, 
which was supported by responses from participants in my study. The finding that 
mothers experience more difficulty balancing work and family demands than do fathers 
(Duxbury & Higgins, 1994) was also supported in the responses of participants in my 
study, especially the comments from women participants about the perceived imbalance 
in household responsibilities. 
Wayne, Musisca, and Fleeson's (2002) research looked at the facilitation 
occurring in the work-family interface in which participation in one role enhanced 
performance in another role. These authors specifically noted experiences in one role 
fostering greater confidence and better moods in the other role. Participants in my 
research reported carrying confidence, security, contentment, and happiness from the 
family to work as well as happiness and positive reinforcement from work to the family. 
Conflicts, in addition to facilitation, were also reported to be transferred both directions 
in the work-family interface. 
Participants in my study reported having to attend to work demands while at 
home and family demands while at work. Behson (2002) found similar results in his 
study with working parents often having to juggle their work and family roles by 
simultaneously dealing with work and family demands. This blurring of role boundaries 
can lead to additional work-family conflict. 
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Research by Cinamon and Rich (2002b) generated results that suggested the 
family domain was more permeable to interference from the work domain than the work 
domain was to interference from the family. Specifically work-to-family conflicts were 
found to be higher than family-to-work conflicts. Participants from my research reported 
more work-to-family transference of negative effects than positive effects by a margin of 
172 negative responses from work-to-family compared to 128 negative responses from 
family-to-work, an almost three-to-two ratio. 
Crouter et al. (1999) suggested that as a result of gender role socialization, men 
are often seen as the provider, even in families in which both partners are employed full-
time. As a result, this provider status may give more visibility and importance to the 
man 's work circumstances. These authors also suggested that men's autonomic nervous 
system response to stress is larger, causing men to respond more quickly and recover 
more slowly than women. This greater response may make it more likely that men carry 
work stress home. Crouter et al. also suggested that women may be better at 
compartmentalizing workplace pressure as a result of being so busy with the 
requirements of the family that they cannot afford to remain focused on the pressures of 
the workplace. These suggestions were not replicated in the responses from the 
participants in my study as men participants talked more of compartmentalization than 
did women participants. Women participants certainly mentioned their heavier, 
imbalanced role in taking care of household responsibilities, yet reported less 
compartmentalization and more expression of negative emotions. 
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Voydanoff and Donnelly's (1999b) research results, using a gender role approach 
to multiple roles, found that mothers' perceived unfairness of household responsibilities 
increased psychological distress and marital disagreements. Women participants in my 
research, as noted above, also expressed their frustration and feelings of unfairness at the 
division of household responsibilities. 
Scarcity and Expansion Hypothesis in the Work-family Interface 
Wharton and Erickson (1995) looked at the work-family interface using the 
scarcity hypothesis and the expansion hypothesis. In the scarcity hypothesis, work and 
family are seen as competing for a fixed amount of an individual's energy and 
commitment, while the expansion hypothesis assumes that participation in one area will 
facilitate participation in the other area. Both hypotheses were supported by comments 
from participants in my research. Participants talked of work-to-family effects of fatigue 
and emotional exhaustion being carried to the fami ly with a resulting reduction of 
avai lability of energy for family responsibilities or emotional energy available to engage 
fully in the fami ly. At the same time, participants reported positive energy being carried 
into both the family and work from the other area as a result of interactions that had a 
positive effect on the participant. It would appear that the two processes of expansion 
and scarcity may not necessarily be mutually exclusive. 
Rothbard (2001) looked at enrichment and depletion, similar to the scarcity and 
expansion hypotheses, for the effects of engaging in multiple roles. Her study found 
evidence of both enrichment and depletion in the work-family interface, with depletion 
occurring only for women and only in the work-to-family direction. Men experienced 
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enrichment from work to family, while women experienced enrichment from family to 
work. In my research, both women and men participants reported depletion occurring 
from work to the family, a difference from Rothbard's fmding. Also, both men and 
women participants reported enrichment from work to family and from family to work, 
again reflecting a difference from Rothbard 's results. 
Theories of role conflict were used heavily by researchers as a base from which to 
look at the work-family conflict, second onJy to the spillover hypothesis. The results of 
my study supported much of that research, while generating results that differed with 
other research in the role conflict area. 
Ecological Theory 
Using an ecological perspective, Grzywacz and Marks (2000b) suggested that 
several work and family factors influenced work-family spillover more for women than 
men. They stated that individual characteristics, positive and negative interactions in the 
family microsystems, and positive and negative experiences in the work microsystem 
contribute to understanding the work-family interface. Participants in my research 
reported that women did carry more effects from work into the family than did the men 
participants, yet there was variability between participants of the same gender, reflecting 
the individual characteristics to which Grzywacz and Marks referred. For Grzywacz and 
Marks' research project, these individual differences included age, race/ethnicity, 
educational status, household income, parental status, marital status, employment status, 
neuroticism, and extraversion. In my study, individual women participants varied 
substantially in the amount of effects they reported carrying from work to the family and 
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from family to work, with some women participants reporting a great deal of transference 
whi le other women participants reported a much reduced level of transference. This 
dynamic was also true for the men participants. 
Almeida, Wethington, and McDonald (2001) also approached their study from an 
ecological perspective and found linkages between the time fathers spend in child-care 
activities and the negative mood brought into the family by the father. Men participants 
in my research reported that they often distanced themselves from their children when 
they carried negative effects from work into the family. 
Integrated Theories 
Rice, Frone, and McFarlin (1992); Gutek et al. (1991); Chow and Berheide 
(1988); Leiter and Dunlap (1996); and Orthner and Pittman (1986) suggested the 
importance of developing integrated models that reflected the interconnectedness of work 
and family and the resulting impact each of those areas had on the other area. Barnett 
(1998) and Voydanoff (2002) provided integrative models of the work-family interface. 
Barnett (1998) suggested broadening the work-family concept to that of work-
social system to include other non-work activities that fall outside the family. She stated 
that much of the research on work-social system issues focused on conflict at the 
individual and corporate level, with the majority of the focus being on intra-individual 
conflict. Going further, she suggested that evidence showed many, or even most, workers 
did not experience conflict between meeting workplace and social system obligations and 
that many reported benefits of meeting those responsibilities simultaneously. From the 
responses in my research, it seemed that participants did acknowledge conflicts between 
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the workplace and their social system obligations, yet they also reported the transference 
of positive effects in the work-family or work-social system interface. Barnett suggested 
that one component of her model, proximal conditions, included the idea of the family 
adaptive strategy. She defined family adaptive strategy as the approach adopted by an 
individual worker that would facilitate the worker meeting his or her various needs and 
aspirations, including biological, psychological, and economic needs. This strategy would 
reflect the commitments, obligations, and responsibilities the worker has toward himself 
or herself and toward others in their social system. The concept of moderators and 
processes used by participants in my study to attempt to manage the transference of 
positi ve and negative effects in the work-family interface could be seen as one 
component in Barnett's idea of family adaptive strategy used by a worker to facilitate 
meeting his or her needs and aspirations. 
Voydanoff (2002) suggested in her integrative model that the work-family 
interface consisted of the intersection of various work and family characteristics for a 
given individual or couple. She additionally stated that the work-family interface has 
direct effects on work, family, and individual outcomes and that those effects are 
moderated by social categories, such as making changes in work or family role, obtaining 
support from partners, using family-oriented employment policies and programs, and 
coping resources. These coping mechanisms were reported by participants in my research 
and categorized as processes and moderators that were used to attempt to manage the 
impact of positive and negative transference of effects between work and the family and 
the family and work. 
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Summary: implications for Theory 
The importance of processes and moderators that participants used to manage the 
work-fami ly interface in my study appeared to be an addition to the other research I 
found on the trans ference of emotion between work and fami ly. As indicated above in the 
section that discussed the overlap or disagreement with prior research and the results of 
my study, other researchers noted that individuals managed the transference of effects in 
different ways. Participants in my study talked of specific processes and moderators that 
they used to manage the work-family interface, such as the processes of 
compartmentalization, the felt need to compartmentalize, control of emotions, sharing 
and communicating. Moderators which impacted the intensity of the transference of 
effects included household responsibilities, roles at work and in the family, the magnitude 
of the triggering event, and the proximity of the event to an individual moving into the 
other domain of family or work. 
Several theories could be expanded with specific inclusion of processes and 
moderators. Spillover, both positive and negative, was reported in my study by 
participants as welJ as the use of processes and moderators to impact that spillover. 
Likewise, emotional contagion, both at work and in the family, would be impacted by 
individuals' use of processes and moderators with other individuals in the workplace or 
in the family accordingly affected. An event occurring in the workplace could trigger an 
individual's emotions that would then be transferred to one or more family members; 
however, those emotions could be reduced or exacerbated by the processes and 
moderators that influence the individual in moving from one domain to the other. For 
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example, the emotion an individual carries to the family from work could be magnified if 
the individual encountered heavy traffic on his or her commute home. 
Participants talked of processes and moderators being involved in managing the 
shift in roles. This involvement was seemingly both conscious and unconscious, yet 
facilitated or impeded the shift between roles, sometimes reducing role conflict, and 
sometimes exacerbating role conflict, as in the case of traffic or the impact of the home 
environment. Ecological theory could be expande'd by the inclusion of specific processes 
and moderators in the interaction between the microsystems of work and family. 
I believe the integrated theories of both Barnett (1998) and Voydanoff (2002) 
would benefit from inclusion of the processes and moderators. Barnett suggested that the 
family adaptive strategy was an important element of the individual worker facilitating 
meeting his or her needs and aspirations, including biological, psychological, and 
economic needs. lt seems important to recognize that processes and moderators are 
components of this family adaptive strategy used by individuals to manage the work-
family interface. Similarly, Voydanoff suggested that the work-family interface is 
moderated by social support and coping resources, which again suggests the inclusion of 
the processes and moderators in those coping resources. Inclusion of processes and 
moderators used to manage the work-family interface would add to the theories of 
spillover, emotional contagion, role conflict, ecological theories, and the integrated 
theories of Barnett and Voyandoff. 
This section discussed the concurrence with or differences found in the results of 
my study with the research, theories, and models noted in the literature review chapter of 
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this paper. The following section will address areas of additional research that could 
provide further illumination of the work-family interface. 
Implications for Research 
Several ideas for additional research were triggered as 1 analyzed the transcripts 
and talked with the research auditor, Cindy Seamans, Ph.D. , about my initial findings. As 
mentioned in the results section, I was struck by the apparent connection between the 
level ofpsychological awareness and/or self-awareness and SES, with higher level SES 
participants seemingly being more aware of the effects work and home had on them. A 
larger sample, stratified to provide different SES levels of participants would provide 
more ability to assess that linkage. Combining both qualitative and quantitative research 
techniques could provide depth to understanding the experience of the participants 
concerning their level of psychological awareness in addition to providing quantifiable 
measures of the levels of SES and psychological awareness. 
Roehling, Jarvis, and Swope (2005) reported that to date, research on the work-
family interface has concentrated on the Caucasian population. This finding was mirrored 
in my study. The majority of participants were Caucasian, with two Hispanic participants, 
and one African American participant. While this qualitative research project limited the 
number of participants interviewed, a longer, larger study with more planned cultural 
diversity could provide important information about the manner in which individuals 
with different cultural backgrounds saw their roles at work and in the family, their 
expectations about what was acceptable to be transferred in the work-family interface, 
and the degree to which men and women participants were psychologically aware of the 
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emotions being transferred. Richardon (2001) stated that persons from cultures marked 
by a greater degree of interconnectedness may have particularly valuable insights about 
the nature of the work-family interface. 
The processes and moderators used by participants to manage the transference of 
effects in the work-family interface seemed to be a significant area for additional 
research. Duxbury and Higgins (1991 ), Larson and Almeida (1999), Parasuraman, 
Greenhaus, and Granrose (1992), Perry-Jenkins, Repetti, and Crouter (2000) and 
Voydanoff (2002) all addressed the need for additional research on the processes and 
moderators used to buffer the transference of effects in the work-family interface. 
Compartmentalization, the responsibility to compartmentalize, sharing and 
communication, and controlling emotions were the four processes noted by participants 
in my study and were here listed in the order of magnitudes of responses. Examining 
these processes further, particularly in light of the gender differences involved, would be 
fruitful. Inquiry regarding other moderators noted by participants, such as the impact of 
different perceived roles, how moving from one role to another role influences the 
transference of effects, and the magnitude of triggering events could also provide useful 
infonnation. 
It has become fairly common for individuals to feel the need to physically bring 
work home with them, thus further blurring the separation between work and the family. 
This dilution of the boundaries and confounding of the processes and moderators used by 
individuals to manage the work-family interface would impact individuals in both their 
work and family roles. Looking at the felt need to bring work home and the possibly 
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resulting dilution of the individual's presence in the family would add richness to 
understanding the work-family interface. 
I did not ask about marital/relationship quality in my interviews with participants. 
While most of the participants alluded to the positive nature of their marital relationship, 
(all participants were married), or did not address that topic at all, one of the women 
participants mentioned that she was experiencing some difficulty in her marital 
relationship. Looking further into the impact of the partner relationship as both a trigger 
for emotions being transmitted into work and serving as a moderator would provide 
additional understanding about the role marital quality played in the work-family 
interface. I could foresee the quality of the partner relationship serving as both a 
moderator to reduce the transference of effects into the family from work but also as a 
factor that exacerbates any negative effects if the partner relationship is conflicted and 
dri ves the anxiety of the individual higher. Perry-Jenkins, Repetti, and Crouter (2000) 
and Rogers and May (2003) suggested the importance of additional research on the 
impact of marital conflict as a moderator. 
Interviewing both parties in a couple individually and specifically asking about 
relational quality and the way their partner' s transferred effects impacted them would 
generate additional information. For example, partners might be able to identify "blind 
spots" in each other's awareness of home-work effects. Additional time spent in 
researching the emotional contagion that occurs in the both the family and at work would 
increase the understanding of the processes by which an individual finds himself or 
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herself being emotionally infected or emotionally infecting someone else, and how that 
may spread through a family or work unit. 
Another possible moderator that could provide information about the manner in 
which individuals manage the transference of effects in the work-family interface is 
social support. Asking specifically about social support would broaden the understanding 
of moderators beyond just the family environment and include other elements of an 
individual's world that impact the transference of effects. 
All of the participants in my study were married, even though the study 
requirements only called for participants being in a committed relationship. Additional 
research, in which participants were recruited to fit other relationship constellations 
would allow for more generalizability of the results. Single parent families, extended 
families, and gay and lesbian relationships are all likely impacted by the transference of 
effects. Purposely recruiting such families for a research study would add richness and 
depth to the understanding of the processes involved and the effects of that transference. 
Participants in my study were all required to be currently employed by an 
organization. This eliminated sole proprietors, individuals working on a part-time basis, 
and those individuals working in family-owned and family-operated business, as well as 
those who are currently unemployed but have been employed in the past. Additional 
research which was open to other work configurations could also broaden knowledge of 
the work-family interface. 
In a larger study, recruiting different age cohorts could provide in-depth 
information about how participants perceived their roles across both social-historical time 
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and individua l developmental periods. Women's and men's roles have been evolving 
with more women continuing rightfully to move into growing positions of responsibility 
within their jobs and with more emphasis being placed by men on having a balanced 
work-family life . Looking at different age cohorts would allow further investigation of 
any shifting of roles that may have taken place. Roles were discussed by a number of 
participants in my study; however, I did not follow up with seeking information on the 
meaning of those roles or the importance of those roles to the participant. Culturally, the 
meaning and importance of roles could vary as well. 
In my study, participants were asked about both family and work environments 
impact on the other environment. Looking at each environment separately and in greater 
depth, that is, the impact of work on the family and the impact of the family on work 
could provide additional understanding of the components of the work-family interface. 
Examining the processes and moderators more specifically for each domain of work and 
family would add to that understanding. 
In summary, broader and deeper research on the subject of the transference of 
emotions between work and family could yield important information about the process. 
Tile next section will address the ways practice may be impacted with these findings. 
Implications for Practice 
Work-to-family transference of effects and family-to-work transference of effects 
influence the individual, the family, and the workplace. Counselors' understanding of 
these dynamics would increase the effectiveness of counseling in working with 
individuals and families and increase the effectiveness of counselors working with clients 
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in the workplace, be it consulting or coaching. Schulz, Cowan, Pape Cowan, and Brennan 
(2004) suggested the importance of recognizing and understanding of the effects of 
spillover. This understanding can lead to greater effectiveness in helping individuals, 
couples, and families work through difficulties that may be exacerbated by aspects of the 
work environments being brought into the home environment. In addition, counselors 
could help individuals, couples, and families recognize the existence of work-family 
conflict and the impact on their relationships. By anticipating such conflict and putting in 
place interventions designed to minimize the negative effects, while extending and 
maximizing the positive effects, clients could better manage the transference of effects. 
Anger management techniques, stress management techniques, communication skills, the 
use of recreational outlets to manage transference, assistance in negotiating household 
responsibil ities and roles, time management techniques, problem solving skills, the use of 
family rituals to improve communication and sharing, and self-care are all areas in which 
counselors can provide tools to improve management of the transference of effects 
(Dattilio & Jongsama, 2000; Johnson, 1997; Jongsma & Peterson, 2003; O'Leary, 
Heyman, & Jongsma, 1 998). 
Cinamon and Rich (2002b) suggested that career counselors could aid prospective 
workers in clarifying the importance the worker placed on different work and family 
roles. Matching those role attributions to the expectations of a particular workplace or 
industry could lead to better work-family balance. Counselors working with individuals 
currently employed could undertake a similar approach to help individuals understand 
any difficulties being experienced because of work-family conflict. 
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Perrone and Worthington (2001) suggested that counselors working with dual-
career couples would benefit from assessing the impact of resources, relationship 
characteristics, and methods of dealing with negative events. The authors further stated 
that communication skills can be critical for dual-career couples to increase marital 
quality, satisfaction with a dual-career lifestyle, and negotiate heavy role demands. While 
these suggestions certainly would apply to dual-career couples, the need to negotiate 
heavy role demands seems to exist in all family units, including an individual living 
alone, single parent families, extended families, and non-traditional families. Recognition 
of the processes and moderators an individual uses to manage transference of effects 
between work and family would enable that individual to choose to continue to use those 
processes and moderators or to evaluate the effectiveness of these approaches and 
consider other possibly more effective, methods of dealing with that transference. 
As seen in the responses of the participants in my study, women and men used 
processes and moderators in different ways to manage effects in the work-family 
interface. Heesacker et al. (1999) stated that counselors need increased education about 
the science and psychology of emotions, especially regarding gender differences and 
similarities. These authors further stated that this education should include information 
about the potentially harmful and limiting effects of promoting faulty gender-based 
stereotypes about emotion. In my experience, I have found that counselors-in-training 
receive a wide variety of gender-based education and training from their schools, some 
very good and some seemingly inadequate, with resulting differences in effectiveness in 
helping clients work on gender-related issues. Feminist therapies, whether individual, 
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family, or couple focused, may serve as a model for explicitly addressing gender role 
socialization and power issues as related to the work-family interface (Israeli & Santor, 
200 I; Maroda, 2004). 
Crouter, Bumpus, Maguire, and McHale (1999) stated that fathers' work stress 
may be particularly influential as their research showed that stress was associated not 
onJy with the fathers ' own feelings of role overload, but also with the mothers ' feelings. 
Helping parents recognize that dynamic and its impact on the family system would be a 
positive contribution by counselors. Once the parents are aware, the decision can then be 
made about how that dynamic could be handled in the future. Psychoeducational work in 
stress management techniques would serve parents well in developing alternative ways of 
dealing with the feelings of work stress and role overload. 
Higgins, Duxbury, and Irving (1992) suggested that people have much less 
control over their work lives than over their family lives, and, as a result, family lives are 
forced to adapt to work lives. Counselors could help individuals recognize this reality and 
help them develop coping techniques to deal with it. At the same time, those counselors 
working as consultants and coaches in organizations could work to educate employers on 
the far reaching negative effects of work-family conflict and the benefits to the employer, 
the employee, and the employee's family of developing a family-friendly work 
environment. While the focus of this study was not on the work environment, several 
researchers cited in the literature review in addition to Higgins, Duxbury, and Irving 
talked of the importance of developing a family-friendly working environment including 
Costigan, Cox, and Cauce (2003), Crouter, Bumpus, Maguire, and McHale (1999), 
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Grzywacz and Marks (2000), Leiter and Durup (1996) and Schulz, Cowan, Pape Cowan, 
and Brennan (2004). 
Emotional contagion, which was supported by the responses of the participants in 
my research, is also an area in which counselors can assist their clients. Recognizing that 
women and men often carry negative emotions from work to the family and from the 
family to work, Larson and Ameida (1999) suggested that educating individuals, couples, 
and families about emotional contagion would allow the clients to develop strategies to 
prevent or reduce the spread of negative emotions. As positive emotions were also shown 
in my study to be carried from work to the family and from the family to work, 
developing strategies to enhance the transference of those emotions would also be 
beneficial to clients. These strategies could include the use of family rituals (Fiese et al., 
2002; Imber-Black, 2002), such as spending time together each evening in which the 
positive events in each person's day were shared with other family members, in addition 
to sharing any significant negative events and processing ways to manage that negative 
affect. Doherty, Orimoto, Singelis, Hatfield, and Hebb (1995) suggested that in being 
aware of emotional contagion and by becoming more aware of their own emotional 
reactions during social encounters, individuals can also become more conscious of what 
is transpiring emotionally with others. With emotions being passed from person to 
person, being aware of their own emotions, and therefore the probable emotions being 
experienced by others, clients could become attuned to and more sensitive to the 
emotions experienced by others. 
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The results of my research supported several authors' practical ideas about how to 
work with different aspects of the work-family interface. These results illustrate areas in 
which counselors could be more helpful to their clients by increasing awareness of the 
dynamics of the work-family interface and developing strategies to contain or expand 
those effects. 
Limitations of the Study 
The responses from six women and six men to a semi-structured interview 
questionna ire provided the data for this study. The participants were recruited through the 
use of a flyer, which increased the diversity of the participants, rather than recruiting 
participants that fit a particular profile. The limited size of the sample restricted 
generalizability of the results beyond the sample, although it should be kept in mind that 
the purpose of qualitative research is to describe, not to generalize (Patton, 2002). 
Demographic information reveaJed a fairly wide diversification of income, education, and 
work positions, yet diversity was limited culturally as the participants in the study were 
predominantly Caucasian. Two Hispanic participants, a man and a woman, and one 
African American man completed the participant group. Limitations of the study 
somewhat mirror areas for additional research noted above. 
Marital/relationship quality was not assessed in the interview, although in 
hindsight it seems that the quality of a committed relationship could well impact the 
participants' evaluation of effects in the home and work being transferred to the other 
domain. While not directly tied to the family or work, the level of perceived social 
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support could have provided information about additional moderators and processes used 
to manage the transference of effects in the work-family interface. 
All participants in the study were married. While this was not a requirement of the 
study, the result was the lack of inclusion of single parent, cohabiting, gay and lesbian, 
extended, and non-traditional family units. Similarly, all participants were required to be 
currently employed by an organization. This requirement bad the effect of selecting out 
sole proprietors and those working in family-owned businesses, where work and family 
would overlap much more substantially. 
I entered this study with biases that have been previously noted. I made every 
effort not to allow my biases to interfere with the words of the participants and not to 
interfere with my analysis. I elicited and received strong participant involvement with 
member checks in reading their transcripts and making comments. I enlisted the help of 
an auditor to review and discuss the results, as weiJ as those interpretations of the data 
that I had overlooked. Even with that effort and sensitivity to the possibility of my biases 
creeping into the study, 1 am sure that I was unable to keep my biases from influencing 
the results, yet because of those same biases, I may not be completely aware of how the 
study was influenced. The analysis of the study was certainly influenced by my earlier, 
pilot project for this work, especially in terms of coding categories. Another individual 
assigned to cross-code a portion of the transcripts would have strengthened this study, 
perhaps allowing different information and/or interpretations to surface. 
279 
Conclusion 
[tis m y hope that the words of the participants and my analysis can add additional 
insight into the work-family interface and the transference of emotion between work and 
family. This research supported the findings of a number of other studies, contradicted 
other studies, and found some areas of mixed agreement and disagreement with other 
studies. Areas of additional research and areas in which counselors can further help their 
clients have been noted. Halpern (2005) noted that the multiple family roles and work 
roles were the two primary identities for most adults with the importance of the two areas 
varying for each individual. Understanding the dynamic of the transference of emotion 
between work and home could lead to increased tools to help individuals balance those 
two areas of thei r I i ves. 
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Research Participants Needed 
My name is Scott Luff and 1 am a graduate student at Texas Woman's University 
working on my dissertation, which is a requirement for completion of a Ph.D. in 
Counseling Psychology. 
My study is on how emotions go back and forth between work and family. I am 
going to do interviews for the study, and anyone who is at least 18 years old, 
currently employed , and in a long term, romantic relationship for at least six 
months can be in the study. 
The interview will take place in private at a location of your choice that will protect 
your confidentiality, including your own office if it has a door that can be closed 
and is not shared with co-workers, a neutral office site provided by me, or your 
home during a time when other family members are absent, or in a room location 
where doors can be closed. I anticipate the interview will take between 1.5 to 2 .5 
hours to complete. You can stop your interview at any time for any reason. 
The interview will be audiotaped to allow transcription so that I capture your words 
exactly as you say them; however all records of your identity will be removed 
when I type up your interview. Audio tapes of the interview, transcripts, and notes 
will be kept in a locked file cabinet at my home. Following transcribing the 
interview, I would like to ask you to review that transcription for any feedback or 
additional thoughts you may have. 
Because of the time involved, I am offering $30 as payment for your involvement. 
At the interview meeting, I will have a Consent Form for you to read and sign, a 
brief form about your background for you to complete, and I will be able to 
answer any additional questions you may have. Agreeing to the appointment does 
not in any way obligate you to complete the interview. 
If you would be interested in participating in this research, please contact me to 
discuss your participation: 
Scott Luff 
972-404-9151 or scott@ luff.com 
Thank you for your consideration of my research project. 
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TEXAS WOMAN'S UNIVERSITY 
CONSENT TO PARTICIPATE IN RESEARCH 
Title: The Transference of Emotion Between Work and Family 
Investigator: Scott luff ... ........ ........ 
9721404 9151 Advisor: Sail D St bb Ph D . .. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . .. . . . . . . . . . . . . . . . . . . . . .. . . . ..... -
Y · a · · · ······· ··· ······· ······ ·· ······················ ······· ··· ·· ······· ····· 940/898-2149 
Explanation and Purpose of the Research 
You are being a~ked to participate in a research study for Mr. luffs dissertation at Texas 
Woman's University. The purpose o~ this research is to determine how emotions experienced in 
the ~ork syste~ are rel~ted to em?tlons experienced in the family system and, conversely, how 
emotions expenenced 1n the family system are related to emotions experienced in the work 
system. 
Research Procedures 
For this study, the investigator will conduct face-to-face interviews of men and women who are 
currently employed and in an intimate relationship for at least a six month period. This interview 
will be done at a private location agreed upon by you and the investigator. You will be 
audiotaped during the face-to-face interview. The purpose of the audiotaping is to provide a 
transcription of the information discussed in the interview, which assures the accuracy of the 
reporting of that information. The researcher may write additional notes after the recorder is 
turned off. Your maximum total time commitment in the study is estimated to be approximately 
1.5 to 2.5 hours . . 
Potential Risks 
Potential risks related to your participation in the study include fatigue and physical or emotional 
discomfort during your interview. To avoid fatigue, you may take a break (or breaks) during the 
interview as needed. If you experience physical or emotional discomfort regarding the interview 
questions, you may stop answering any of the questions at any time. If you feel as though you 
need to discuss this physical or emotional discomfort with a professional, the investigator will 
provide all participants with a referral list of names and phone numbers that you may use. 
Another possible risk to you as a result of your participation in this study is release of 
confidential information. Confidentiality will be protected to the extent that is allowed by law. The 
interview will take place in a private location agreed upon by you and the researcher. A code 
name, rather than your real name, will be used on the audiotape and transcription. Only the 
investigator and his advisor will have access to the tapes. The research auditor, Cindy 
Seamans, Ph.D., will have access to the hard copy of the transcription. Her job is to double-
check that the study is being done according to all the right procedures. The tapes, hard copies 
of the transcriptions, and the computer diskettes contaif)ing the transcription text files will be 
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stored in a locked filing cabinet in the Investigator's office. 
The tapes and tra~s?ription diskettes will be erased and the hard copies of the transcriptions 
will ~ sh~edded WJ!hm 5 y~ars. It is anticipa~ed th~t the results of this study will be published in 
the mvest1gator'~ d1s~e~at1~n and ":lay p~bhshed m other research publications. However, no 
names or other 1dent1~m_g 1~format1o~ Will be included in any publication. There is a potential 
risk of loss of confidentiality m all ema1l, downloading, and internet transactions. 
The researchers will try to prevent any problem that could happen because of this research. You 
should let the researchers know at once if there Is a problem and they will help you. However, 
lWU does not provide medical services or financial assistance for injuries that might happen 
because you are taking part in this research. 
Participation and Benefits 
Your involvement in this research study is completely voluntary, and you may discontinue your 
participation In the study at any time without penalty. The only direct benefit of this study to you 
Is a $30 remuneration for participating in the study and that at the completion of the study a 
summary of the results will be mailed to you upon request.• 
Questions Regarding the Study 
If you have any questions about the research study_ you may ask th~ researchers! ~eir ~ho~e 
numbers are at the top of this form. If you have quest1ons about your nghts as a part1c1pant 1n th1s 
research or the way this study has been conducted, you may contact the Texas Woman's 
University Office of Research and Sponsored Programs at 940-898-3378 or via e-mail at 
IRB@twu.edu. You will be given a copy of this signed and dated consent form to keep. 
Signature of Participant Date 
f the results of this study, please provide 
• If you would like to re.celv~: sum:a!~ch this summary should be sent. This sheet will 
below an email or mailing a res~ . t nd can not be matched to It 
be kept separate from your intervieW transcnp a 
Approved by the 
Texas Woman'IIJfiMnlty 
lnltitutlonal Review Board 
June 1 o. 2005 
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Demographic Information Form 
Please do not place your name or any identification on this form. 
Please complete the following information as thoroughly as possible : 
Age: -------------
Gender (circle one): 
Ethnicity: 
Income range 
(Circle one) 
Female Male 
Below $15,000 
$ 15 000- $30,000 
$30,000 - $45,000 
$45,000- $60,000 
$60,000 - $75,000 
$75,000- $90,000 
$90,000- $ 105,000 
$ 105,000-$120,000 
Above $120, 000 
Number of Dependent Children: --------------
Educational Level: 
(Circle one) 
Type of Position Held : 
(Circle one) 
High School or Equivalent 
Some College 
Bachelors Degree 
Masters Degree 
Doctorate (Ph.D., MD, JD, etc.) 
Administrative 
C lerical 
Sales 
Technical 
Managerial 
Married or in long-term committed relationship(s) previously? Yes 
lfYes, how many prior marriages/relationships? -----------
How long married or in long-te rm relationship? 
320 
No 
(first marriage/relationship) 
(second marriage/relationship) 
Time Employed on Ex is ting Job: 
------------------
Number of prior jobs in last 10 years? 
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Semi-structured Interview Questions: Participant Code: 
-----
I. As you reflect on how emotions experienced in your work life or in your family life 
influence you and your relationships in the other area, what do you feel is important for 
me to know? 
2. What effect, if any, do emotions experienced at work have on you when you are with 
your husband/wife/partner/children? 
3. What effect, if any, do emotions experienced with your wife/husband/partner/children 
have on you when you are at work? 
Cue for : -Coworkers (peers at the same level)? 
-Those who work for you (subordinates) 
-Those who a re above you (boss, "higher ups") 
4. What would your husband/wife/partner say ifl asked him or her how work affects you 
when you are with your family? 
323 
5. What wou ld your coworkers say ifl asked th h 
em ow your horne life affects you when 
you are at work? 
6. What emotions seem to go with you from the family to work? 
7. What emotions seem to go with you from work to the fami ly? 
8. What factors play into whe ther or not you carry emotions at work back to the fami ly? 
9. What facto rs play into whether or not you carry emotions at home back to work? 
I 0. In what ways are you the same when you are alone, when you are with your family, 
and when you are at work? 
324 
11 . In what ways arc you different when you are alone, when you are with your family , 
and when you are at work? 
12. I'm wondering if the patterns you've described to me so far are typical of all your 
past work setti ngs and p a s t fami ly situations. If they're not, what has been different at 
other times? 
13. If you were asked to te ll a younger person about to enter into a pennanent 
relationshi p what effects work would have on their home life, what would you tell him or 
her? 
14. If you were asked to te ll a younger person about to enter into a pennanent 
relationshi p about Lhe effects home would have on them at work, what would you te ll him 
or her? 
15. What haven' t 1 asked you that I should have? 
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Contact Summary Form 
Individual Code: 
Date of Interview: 
Date Form Completed: 
Interviewer: 
I. What do you feel were the primary issues discussed by participant? 
2. What other things seemed important or interesting during the interview? 
3. Describe your reaction to the interview and the interviewee. 
4. Is there anything I need to follow up on from this interview? New ideas it generated 
for me? 
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Participant Interview Transcript 
Participant: I M 
Date: 07-22-05 
Time: 9:00 am 
1: Interviewer comments 
P: Participant comments 
[ ): Interview intetjections 
1: As you reflect on how emotions experienced in your work life or in your family life 
influence you and your relationships in the other area, what do you feel is important for 
me to know? 
P: About-me peJ"SQnally or is this just in general? 
1: Anything you want me to tell me. 
P: Ah, 
I: The great thing about this is there are no right or wrong answers ... 
P: OK .. . I would say that the times I noticed a crossover between work and home the J..(fle,./1 
b 1L:...,s w~F (111)t.Jfl'-r most are when things are going much more, when I'm having difficulty at work, when 
I'm facing a difficult problem or situation or something that is very disturbing or 
whatever at work, that tends to carryover into my home life much more so than the 
positive. I think overall, I would say probably 80% of the time even if there is a rough 
day at the office, or whatever, I can typically leave it there. I'm not one who carries it 
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? 
( f9l)uff> - rn'4 home very often, unless it's more to the extreme where I have a run in with somebody or 
there's something that's really going down the tubes or one of those things that occurs 
occasi<>nally. Those are the things that are probably more difficult for me to shake, so. I 
would say tha t something great at the office is fine, something average is fine, somewhat 
difficult is OK. doesn't really carry into the home life, it's really the tough things that do. 
1: Wlult about from home to work? 
P: I haven't noticed it going that direction as much, maybe that's because I've had more rJ~f ~{.., 
challenges in my career than I've had in my home life, I mean, fortunately my home life /f. f .:;f,J 
has always been, aside from the normal things that people deal with, I ' ve never had a 
serious threat to a relationship, I've never had a serious death that has taken place, or a 
crisis in my family that has really interfered with my work Ufe. So, having said that, I 
haven' t seen as many transitions that direction. 
I: What effect, if any, do emotions experienced at work have on you when you are with 
your wife and children? 
P: Ah, you know again, I think for me, when I have, when I' ve f~ced a very stressful 
( rn)I.J f'P. iltcol'lf'problem at work, I think I'm more, it takes me a while to decompress from that going 
(I'YI)wFP- ~If-f«, · · :- babl I beco 
( , • · home. Maybe there's other factors that go mto 11, but l m pro y more. . . me Y"\}l..lt-P~ ,,r 
(M) I,JFI - /JtrU.Otmore introverted because I'm kind of trying to work thrOUgh the situation, or the 
{rn) wFJ ~~~td problem, or the difficulty. I' m probably more quick to snap and less available to my kids 
~) WFJ. 1-w to sit down and play a game and do whatever they want o~ listen to their day, when I'm 
dealil\g with something difficult at work. And again, I want to go back to my_ original 
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statement: that doesn' t happen very often, fortunately, but that's probably when it affects 
my emotions at home more. 
1: What effect, if any, do the emotions experienced at home with your family have on you 
when you're at work? 
(trr )~~JrP- P: I think they're, it's going to be tied in ...... ab .. ... . ... . ........ .. again 1 guess 1 say I 
~) ~p f don't, when I recognize the times that really one of them carries over to the other I see it ~~~ I ' ()..<1. carrying over fTom work to home, rather than home to work. I guess, I'm sure the home ro~· _z? ~ 
to work does effect me, like if things, you know, have a great a weekend with the family, fr· 
and the IOds, and whatever reason we do something really fun and everything is perfect, I 
probably go back to work on Monday with a little bit more positive outlook. Never sat 
down and really thought about it, to be honest with you, so as I'm thinking through this, 
I'm sure that does affect it. I don't notice the effects substantially, but if I was to sit back 
and think about it, I would say that, yeah, I ' m sure that carries over. Probably the same 
,.\)ft.JP-c.f.ros thing would be said on a negative side ifth~re's a lot of tension or we have t.p fiaht 
through a bunch of things during the weekend, or a lot of times it's more my extended 
family that causes it if we have to do a lot of things with one of our, both of parents are in 
town, so if we have a lot of things going on that provides stress that sometimes that 
maybe carries over into work; but, I've never noticed my work suffering, or on the olher 
side, really taking off because of the emotions I' ve felt at home. I'm sure they affect it, 
but I've never noticed a big change. 
I: Do you notice, when you think about stuff coming from, that you might carry from Jbe 
family into work, think about it, if you would please, in terms of say co-workers, 
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subordinates, maybe the people you report to, think about it in those terms- how does if 
. 
at all, that affect your relationships or your interactions with them? 
P: I can' t think of a specific example that I could say, well, you know, my attitude or flo ed.t:J 
,·,. ; ., -~va.c ~·,._r 
mental state from my home has caused a rift in interaction or a way that I've interacted@ 6JVl bjc. 
o.f.. h~ ~tly. Again, I would say that logically it teUs me that probably would, but I can't 
really think o f an example where it has. I've always been fortunate that I can typically 
('YII)PWPp(..Diof•keep work a t work and keep home at home, because I've never been a workaholic where 
I get home per s e and just can ' t quit thinking about work; I mean, there are times where 
~., A. I' m always working through things in my mind. but not to the point where I've been (~~fPy~·--~~--~--~~~~--~----~~---------
obsessed with it and vice versa. So, in terms of interacting with other people at work, 
can't really think of a time when that's happened. 
1: OK. What would your wife say if 1 asked her about how work affects you when you are 
with your family? 
P: Ah, she would certainly say that the times when I'm really struggling, she can tell it -
. . . -yo;.-f~ . 
that she can see it on my face, that she can tellm my demeanor, that something ts not 11 L..v t"f . c,x!t 5 
going well, but 1 think, ah . .. she might say the opposite as well, when something real ~ t.u ;-It-
positive happens 1 probably carry that home. She probably sees that positive more than I 
do and she probably sees the negative more strongly than 1 do as well. 
1: What docs she see, you think? What would she tell me she saw, ifl asked her? 
P: She's told me that she just it written on my face; when I come home it looks like 
1 "\ " somebody has kicked my dog, urn .. .. .1 think more, you know as much physically, I mean 
\I'll Jr.. tP- v.tpct~ . . 
h • "d 1 ty "· B~:~I~c~an~s~ee:_i~t~a~ll~o:::v::e::r!~our~fi,:::ac::e:...-....:Y!..::O:::U:...:l:::::o.::.ok~lik=e-"s""'om=ebod~......._us_..t_ s e s saJ very c ear , _ , 
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insulted )'OUT best friend", or whatever, so I would say that definitely she sees it probably 
more than I do. 
1: WhlU would your co-workers say if I asked them how your home life affects you when 
you're at work? 
P: I don't know, that's an interesting question. I would think that they wouldn't say that it 
was a big effect, I would think that the only time they would recognize it was when we're t4 • W*rltvs 
. '. wit/ ~J 
talkmg very specifically about "What'd you do this weekend?" or "Did you do anything ('UC~f~·•l-l 
I . h ?" d . "W j . ..: •• J f,. ast rug t an 1 t comes up e bad a great weekend" or "Oh gosh, we had to do this" ~
or whatever it was. So I would think that it would be in a very overt fashion- we're 
talking specifically about that. I don't think they'd recognize anything ifJ wasn't talking 
about it. 
1: You talked about when you go home, a lot of times it takes some time to decompress 
and you may withdrawn little bit and pull back, if you had one of those crununy 
weekends that we all have from time-to-time, would you feel like you might do the same 
thing nl work when you go? 
{M)IJFP- t/ .H.• P: 1 don't think so- and maybe that's because when I go home my role is husband and 
fL<P· daddy and person who does a lot of things around the bouse and helps cook and do f,)~Fp,~ 
wlultever, so when I get home there's a Jot more demands on me, I fee l that are more ~ 
l,.. ') F wP ¢ Y personal demands. Obviously nt work there are demanch, but it's not as emotional and ~ ~@ 
~' ---- L~ ()~J personal 10 me, and so when I go to work, it' s pretty much just me that I have to worry ,_. ~ 
y kn b · usly there's people that work for me and work with me and that I W'f~ ~ (rr~)Ft.JPI r~t... about. ou ow, 0 VIO ' . a! s . . . ~ --;~1 
work for, but those relationships are more professional rather than person . o, tt s easter pt" 
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for me to step into a professional role because there's not as many demands and 
emotional things going on, probably. 
' ' Wfuu <motions =m to go w;th you from tho fomily to wo,k? ,;~ 
~)M~ ~ P: · ·· · · · · · · · · · · · · · · · · · · · ·· ·· ·· · · ·· · ·· · · . . ·. · . . · That's an interesting question - I've never t;.~Jt..-d" (rn)P(I.)P-fp~/ . 9<-'~ 
thought about tt. Ah, probably contentment and confidence. I think probably ........... to~· 
make a very raw statement, I'm probably more comfortable and confident in my personal 
(m)ft.JP+fo"M life, in my roles in my personal life, than I am in those in my professional life. So 
( M'> r: es..A J. 
(1'1) r: ()...,.p.,./ 
Crn)p SI.M' 
probably, I would carry positives from my home life, the confidence and comfort, and 
-- ----
security and contentment probably into the workplace. And I think, as much as anything, 
(tr~)r ~IJ that's a reflection of the relationship that I've got with my wife and my kids and I can 
(~>~)w;p-~· 
(P1)1JfP+ f.trp . 
to V>.-f>· 
rarely think of a time when I've had a real struggle at home and had to overcome those p
0
q.;./i ,{ 
fRW 
emotions and get back into the workplace. It's probably much more of a positive effect in 
that direction. 
1: What emotions seem to go with you from work to the family? 
P: ................. . ..... ..... .. . . ... ...... . ............ Sounds like I'm harboring on the 
negative and I think that's only because those are the emotions I recognjze carrying from dtt!M ·.r hal 
work to home that l kind of have to overcome and fight through. If it's something good or ~Jqf 
great that happens at work and I carry it home, there's no need to change that affect, but 
. . d . jt.ds /o if it's something negative, then it's more work to overcome tt and get past tt an get mto li~ ttt<1· 
· . It _ qt} the home life. So that's why I kind of keep going back to that. So to answer your quesuon b«W"' 
( "') WFP- Nv.lf. about the emotions that carry over, probably would be more of the frustrations, ~ 
{ ~ · .. b bly J. ust kind of the more I don't know how to put a word to it, ~JitJ~P- irUC.. tnsecunues, pro a . ....... , 
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an emotion to it - just more the struggles of the professional pressures of building a 
business and knowing the pressures that are on me and the ti ·a1 
caner pressures that go 
along with that to succeed, probably those pressures are more difficulty to overcome, 
those emotions going home. 
1: So, is it that - 1 think what! heard you say was that, if something really positive 
happened at work, you don't feel any real need to modify or monitor those- you can 
._..-
carry those positive feelings home 
(f")WFP-1 1\-0 P: Right k 
ty«J. 
1: ... just as tl1ey are and share them, but if it's the negative stuff, that's where you feel 
more - I don't' want to put words in your mouth - more pressure? 
P: Yeah, pressure or responsibility to not carry it home. You know, I don't want to walk l~)l.lf:P- ~· -H> 
to ' in the door and have everybody go "Oh, stay away from dad, be's bad a bad day" or 'f;:fJ;i'1. 
( nt) WFP-10~ tiptoe. 1 want. to walk into home and be the dad and the husband and leave everything at ~'f. 
work. Most of the time I can do that, when those real struggles or difficulties are going ?.D'-? fi,J6 
( ,.,~~r>. (1sp '2. ).J;fl 
-1o ,..,.1. on, then it is more of a, I almost have to make a conscious effort to overcome it, or,like I ;I,~ 
I' :\ ~ I. ·said earlier m y wife can point that out. l~'~;Wr.~-1'VT ' ' ~ 1: What happens when she points that out to you? 
P: .. ............ ... ... It's a bit ofa, I' m not going to say wake-up call, but kind of a l 
realization that wow, you know, sometimes I don't realize that I have that look on my ~: . ~ P ~Y\ ~trJJ 
face. Or, sometimes 1 do and we kind of just talk through it and, you know, sh~'s a wJ ~· 
lrn)WFr·~ . bo d h derstands Shealsomakesverypositiveandconstructlve 
soundrng ar - s e un · 
---
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feedback about ways to deal with it or ways to fight with it and ki d f . 
, n o , snap out of 1t 
kind oflhing. So that's good. 
1: I know it sounds like I'm going through asking you the same questions a lot of 
different ways, trying to trip you up and that's not the purpose of this_ and here comes 
another one, I just n:alized. What factors play into whether or not you carry emotions at 
work back to the family? 
P: You know, one thing I haven't touched on, and it almost seems cliche but, right now 
I'm working in Irving, it 's a long way from home and the traffic, ifl've had a rough day /IJ>W 
and then I have to fight traffic and I'm not in the mood and there are those external things wc-'}t 
that can affect how quickly I' m able to transition from home to work, from work to ~ 
h S . . , . I k:n I . no'r:-:_)~ orne. o, som et1mes 11 s as s1mp e as, you ow, was not m the mood to drive an hour ~~-
-t> • 
home in tl1e hot traffic and I did and that made me, continued to make me grumpier. But 
the over-riding factor really for me, I Ill ink, is the sense of security and success tllat I feel ~L .Jo /tt 
'1-foeP!t/ 
at Y.'Ork and how the different factors of those are affecting mv Own personal '. f ~. -r )it 
I ~~ 
.... confidence and ...... self-evaluat ion, probably. I mean, when you really get down to it, ~d;d ~ 
(~uf1Pt/-~. I · th · all • ythi tha if I've: had a tough problem at work, but can recogruzc: at 11 re y wasn tan ng t 
(~WFP~f StJt ·~c. 1 could have changed or that I did wrong or that I that I felt complete ly comfortable in the 
way 1 handled it, I' m much more apt to let it go than ifl recognize that you know what, I 
did a really rotten job with that or, if I recognize some way that I have made a mistake, 
then I'm much more difficult on myself. 
1: And harder to let it go? 
lm) wPP+i-~ff.{ct. P: And harder to let it go. Right. 
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1: What factors play i.nto whether or not you carry · h 
emol:!ons at orne back to work? 
P: .. · .. · · · · · · · · · · · · · · · · · · · · ......... · · ... · · · · · ... Probably a couple of things, I would guess, 
and again I'm not really thinking of any specific examples when that' s happened, but 
.... .. ........ ... ...... I don' t know As I 'm s itting thinking abo t that I' · 
· u , m not qu1te sure 5~ej.r..(. 
how to answer tha t q uestion. Some of it could be the specific issue that I'm dealing with \) ~S 
{M)FWP ... i~~ from home, some of it could be the anticipation of whatever I've got to deal with at work, 
(M) f"wP * ~''' 
if I go in knowing that I've got a meeting on Monday that's not going to be pleasant or if 
I've got a situa tion that I've got to really fight through, if I've had a rough weekend then , _ -/..-
probably those carry over a little bit more because of the anticipation of the difficulty aJi t>-pt' d tJr(\o:.. 
coming up. I mean I'm sitting here saying that, I don' t know saying that out of specific () ~s~ 
knowledge of what I' m saying or ifl ' m creating a scenario where that could come into 
play, but nevertheless, as I think about it, I would think it's as much the work pressures, 
the an1icipation of what's going on at work as it is whatever I'm c 
1: Kind of the antic ipation of stress at work may make it harder to let go of stuff fi"om 
home? 
P: Maybe, and maybe that because I don't really have a whole lot of time that specific 
( n-.) FW P- trw . day to make a trans ition into an office environment where I can come in, check my e*lo"s:fi~ 
check with people in the office, maybe make a phone call or two, and kind of ease into ~· 
the day. If I've come in and I've got an immediate pressure cooker or fire to put out, then 
1 know I 'm stepping into a den of snakes, then anything I carry with me i~ probably going 
10 
make it that much more difficult to let it go because 1 really won' t have that transition 
period. 
--
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I: In what ways are you the same when you are al . h . 
one, w en you're With your family, and 
when you are at work? 
P: Wowl The same when I'm alone when I'm with fi ·1 
• my arru y, and when I' m at work? 
I: Uhbuh -
P: .... · · .... · · .. · · · · · · · · · · · · · · .......... · · · .. · · · · · .. · · · · · · · ... Well, I mean, at the very base level 
~Ill)) F ( ~~I hope that my principles, values, and morals ar; all the same. And y think they are -I 
1('1 u ( fttOf A¥ 
don' t think I'm drastically different person, I don't think I'm a drastically different 
personality, I do think there are differences in probably, maybe my demeanor from work 
to home or my, the way I carry myself. I mean I think sometimes r step into a 
('()l)f~.>h/~{ lit professional atmosphere and I probably put on a different hat. My wife says that she can 
( fft )W ro-le. tell when I'm o n a business phone call or a personal phone call- my voice changes, the 
way I speak and carry myself changes. So, I'm certain that does take place, but that's 
( t~t\ f' ~A tl. 
( ~! P ~(.U 
more of the variances. I thlnk the differences are probably, or the similarities between the 
three are the way I view the world, the way l hopefully make moral decisions and value 
judgments are the same in all three of those areas. 
1: How about emotionally? How are you the same? ~del rer~t 
P: I'm probably much more confident when I'm with my family and when I 'm alone thaii ~ 
1 am when I' m in a professional environment, maybe that stems from the recognition that f2. 
1 '"I th" I' m not bo;ng judgol whon I'm judgod whon I'm,.""" judgod may not ''. •• ~ 
( yn) \) w,gp-'Pnght word. In a professional environment, you're ~ways ~emg.evaluated, ~~th poSitiVely 
and negatively, with certain projects, with an overall relatiOnship, whether 1t s 
subord inates judging you as a boss or a boss judging you as an employee. You know 
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there's always that recognition ofperfonnance, so emotionally I 'm probably more 
confident and comfortable at home and alone than I am at work. I'm probably more ./oAJ. Q 
. . rl' (;If. ,w. (f"')r~; .. ~ ........... more natural, I would think, when I malone and with my f~ ~~. ~ ~~ I S . , . 14 I · · F,... 
: o, II s . .. tt ee s, 11 sounds like you're saying that more the acceptance at home? 
P: Probably so, you know, 1 feel like, and I don ' t know that this would be too unusual 
that when you go to work, you put on, I'm not going to say a false self because 1 don't 
think I'm false, but I think it' s more of a ...... in some ways you are playing a role. Gosh }2oft ~ 
Vf<Y th.Bt sounds so artificial and I don't mean it to be, but I think you fit into, you work to fit 
into the role that you play at work. That sounds so weird to say out loud, and I guess 
that's true - I never really thought about it, but you're expected to be a certain way and to 
handle yourself a certain way at work, and I probably do that. Interesting. 
1: I'm wondering if the patterns you ' ve described to me so far are typical of all your past 
work settings and past family settings? If they' re not, what has been different at other 
times? 
P: 1 think, 1 thing they might be somewhat different. I think as I've gotten older and 
~·L·~~ d ·11 my career had successes had professional set backs or struggles or 11(_ 1,.,_ progressc 1 , , 9'1"'' 
clmllenges, 1 think as I 've gonen, taken on additional roles in my career, my career and 
' ~ · naJ l' li has become more stressful and more demanding and more . .. I feel tha~ l . Ji"" S pro.ess•o 1 e · (ti!Ya,~# 
I there • s more at risk and there's more reward; '! M~ ~ hove more to gain and more to ose, so ,_ ~-!T' -,_ +> 
therefore the stakes are higher, the emotions are more profound maybe, now as I've ~~ ~- vr 
. w much more so than early in my career, the grown up. So, 1 mean I recogmze no ·~~:..::.~:.::::..:.=-=...:....--=--- -
• 1!. k to home the different pressures we're under -difficult transition sometJmes uom war , 
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and a lot of tha t may be now I've got two k'ds th . 
' at are seven and etght that demand more 
time, there's more family pressures that go along with that, ..... , h 1 1 wwc we come and I love, 
never complaining about it at all, but it creates, there's more responsibility at both places, 
both work and hom e, so there's more demand. 
1: So, more pull between the two? 
P: Yeah, sure. l think that's t::J!. 
1: If you were asked to tell a younger person about to enter into a permanent relationship 
what effects work would have on their home life, what would you tell him or her? 
P: Ah, I would them that, to make sure they put ft.rst things first. My personaJ view is that -.fe. 
my home life is a lways going to be my home life, that my professionaJ life is going to ~I,' ,J. 
- ~~~ -
change and I've seen that and l probably, you .know, recognize that happiness and 
contentment starts at home. Again, fortunately, I' ve never been in a situation where I've 
had a relationship , huge relationship struggle or anything like that, but my sense would be 
that that would affect all areas of your life much more so than a career change or a 
challenge at work . Now, I have been through career changes and challenges at work and I t.:h'~~.j-
11'-"_'1 . ~, ~)f pr;w. know that those affect everything, but I' ve always felt like my foundation was secure at ~· · 
home. So, to talk to somebody going into a career and a family Life, I would say that the 
family life has to be the p rimary foundation. That would be my personal thought. 
l : Well, you touched on going the other way, but what would you tell somebody new 
going into a pennanent re lationship about the effects that home would have on them at 
work? 
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P: ······ .. · "· · · · · · · · · · · · ····· ·· · ······ ·· · ·· .. · . . ... . .. . I'm not really sure how to respond to that 
except to say that I think, to kind of reiterate that I feel like, 1 really think that if your 
1 
. D:tA~' ~ ~.I home life is stable overall, you're obviously going to go through peaks and valleys and ~~ .f t n-vL ~b F'~>~Pt- ~·· . t.r ~I"'' 
( 'FW~_.,~tough umcs o r whatever, but if you feel confident and comfortable and secure in your P,:~.rf'-1 .jo ~ - ~~ ' { rn) ~(,.) P~ ~'home life then you 'II carry that into your work pJace a lot more so than you wouJd if.. . if ~ 
----- -
there's a clifficulty at home, I think that's going to affect your work. Gosh, I'm sitting 
here listening to myself thinking "Boy, when you play thjs tape back you're say he's 
talking in circles·· - I don ' t know that I'm explairung myself very weU. Again, maybe it's 
because I've always been very fortunate without ever having a major home life struggle, 
but I really think that would interfere w ith the way you' re able to conduct your office, 
your work. 
I: What haven· t 1 asked you that 1 should have? 
P: .. . . .... . . .. I don't know. As I sit here and kind of analyze myself, why am 1 answering 
these questions the \ovay I am, I think the times when my own personal home life and d ,'-fP eJffi~ J 
(;) l ..'¥ f,V'· 
work life have come, have intermingled the most is when I have had struggles at work -vw< 
~,..)wW- 511'·~5 . . . 
when 1 felt like a job wasn't going well, when there were maJor tssues we were working 
through at the office, those are the times for me when that home life and work life have 
carried into each other and it's mostly carrying my work life home rather than carrying 
rny horne life into the professional atmosphere. So, that kind of reiterates the whole 
things we ' vc been talking about- I don't think there's anything that really jumps out at 
me but from my own personal experience, to underline all these answers, those are the 
, . 
times that I've recognized that and those are the things I'm probably drawing on to 
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answer most of these questions. Those times where I've either lost a job or knew that 
position wasn't w orking out and, boy, there's a job change on the horizon that I don't 
want it to be and felt that was really going to be a major effect- those were the times 
t~"~)fii)P~ :Ot•ve carried it home more. 
~· 
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